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Preamble and Labor Organization Besigﬁaﬁsn :

Pursuant to the pé]icy set forth by the Civil Service Reform Act of 1978 regarding Federal Labor
Management Re]atlens the following Articles of this Basic Agreement together with any and all
Supplemental Agreements and/ or Amendments which may be agreed to at later dates, constitute
a total agreement by and between Tennessee Army National Guard, hereinafter referred to as the
Agency, and the Association of than Technicians, Volunteer Chapter #103, hereinafter
referred to as the Labor Organization for the T_echnicians in the bargaining unit described below,
hereinafier referred to as the Technicians. This Agreement constitutes the entire agreement
between the parties hereunder and may only be modified or amended by a written instrument
executed by both parties.r The parties agree to be boﬁnd by the terms and conditions. The
Agency recognizes the Labor Organization is the exclusive representative of all Technicians in
the bargaining unit described below. The bargaining unit to which this agreement is applicable is
composed. of gl non-supervisory Wage Grade and General Schedule Technicians of the
Tennessee ﬁqmy National Guard, excluding Technicians of the Army National Guard Fiight
Facility, managers, supervisors, professional Technicians and Technicians described in 5 USC
TH2BXQ), (), (4), (5. (6) and ()
WHEREAS the Congress finds that --
i. Experiencg in both private and public employment indicate_s that ihe statutory protection of the
tight of Technicians to organize, bargain collectively, and participate through labor organizations
of their own choosing in decisions which affect them--

(a) Safeguards the public interest,

(b} Contributes to the effective conduct of public business, and

{c) Facilitates and encourages the amicable settlements of disputes between Technicians

and their Agency’s mvolving conditions of employment; and

i



2. The public mterest demandg the highest standards of Employee performance and the continued
_develepment and implemeﬁtation of modern and progressive work practices to facilitate and
improve Employee performance and the efficient accomplishment of the operations of the
Government. 1t is the purpose of this Agreement to prescribe certain rights and obligations of the
Technicians of the Federal Government and to establish procedures, which are designed to meet

the special requirements and needs of the Government.



ARTICLE 1

Definitions

to agreeto 4 proposal or to tnake a concession.

Section -2, Imnags_e_;__ Means the mability of Tepresentatives of the Agency and the Labor

Organization 1o aitive at g mutually agreeable decision toncerning negotiable matters through
the negotiation process.

Section 1.3 Negotiability Dispute: Meang a2 disagreement between the Parties ag 0 the
LELOR (-3 T

negotiability of an item or subject Proposed 1o be negotiated by either arty.

modification(s) of the Basic Agreement 1o add, delete, or

-change portions, sections, or Articles of the Agreement,

Section 1.5, Supplements: Means additiona] Articles, negotiated during the term of the Basic

National Office, Stewards and the duly elected Of appointed officials of the Labor Organization



Section 1-7. Auti‘;oritj; The Federal Labor Relations Authority established by PL 95-454 Title

7, of the Civil Service Reform Act of 1978,

Section 1-8. Grievance: Means any complaint —

a. By any Employee(s) concerniﬁg any matter relating to the employment of the
Employee(s); -
b. By any Labor Organization concerning any matter relating 0 tﬁe employment of any
Employee(s);
¢. by any Employee(s), Labor Organization, or agency concermng--
(1) The effect or interpretation, or a claim of breach, of a collective bargaining agreement;
or
(2) Any claimed violation, misinterpretation, of misapplication of any law, rule, or

regulation affecting conditions of employment.

Section 1-0. Military Emplovee: {(Dual status and non-duat status) IAW Title 32, Section 709.

Herein will be referred to as Technicians.



L. To determine the mission, budget, organization, number of Technicians, and internal
security practices of the Agency's office; and

2. In accordance with applicable laws:

b. To assign work, to make determinations with Tespect to contracting out, and to determine
the personnel by which the Agency’s operations shall be conducted;
C. With respect to filling positions, 1o make selections for appointments from-
(1) Among properly fanked and certified candidates for promotion; or
{2) Any other appropriate source; |
d. Totake whatever actions may he 1eCessary 1o carry out g mission during emargencies;
and:
€. To determine the numbers, types, and grades of Techniciang OT positions as éssigned to any

OTganizational subdivision, work project, Or tour of duty, or 1o determine the technology,

methods, and meang of performing work.






ARTICLE 3

Employee Rights Ang Responsibilities

Section 3-1. Employee Right 1o Revresentation (Investigations[:

Technicians have the right to have LO representative present at any examination by the

Agency in connection with an investigation if

a. The Employee reasonably believes that the examination may result in disciplinary action
against the Employee: an&,

b. The Erployee requesis representation,

Section 3-2. Renreseuiatian:

a. Technicians will be informed of their right to Tepresentation in accordance with 5 USC,
Chapter 71, Section 7114 (23(3).

b. Any discussions pursuant to Section 3 with Technicians by representatives of the Agency,
will be cgnduéted in a private roomn;. |

Section 3-3. Emplovee Labor Oreanization {00

a. Bach Employee shail have the right to form, join, or assigt any LO, or to refrain from any
such activity, freel ¥ and without fegr of penalty or reprisal, and each Employee shall be protecied
in the exercise of such right. Except as otherwise provided under law, such right includes the

right:

{(2) To engage in collective bargaining with respect to conditions of employment through

representatives chosen by the Lo,

hegotiated within this agreement.



(4) The Agency recognizes the right of T_echnicians to organize and express thelr views

collectively or to refrain from such activity.

Section 3-4. Wearing of the Military Uniforim:

In accordance with 32 USC 709 (b)(4) Technicians will "while performing duties as a military
Employee (dual status), wear the uniform apﬁropriate for the member’s grade and component of
the armed férces.“ |

Section 3-5. Accountability:

1. Subjectto applicable iaw; rule and regulation, Technicians sﬁaﬁ have this right_to direct and/
or fully pursue their private lives, personal welfare and persénal beliefs. Without interference,
coercion or discrimination by the Agency sO long as such activities does not conflict with their
job responsibilities.

7. When a “cause” involves off—dﬁty miscoﬁduct, management must establish an adequate
relationship between the grounds for the adverse action and the efﬁéiency of the service {i.e,

the Employee’s ability to perform his/her duties; the agency’s ability to fulfill its mission).
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ARTICLE 4

Laber Organization Rights And Respeonsibilities

Section 4-1. Exclusive Recognition:

As long as this Labor Crganization holds exclusive récegnition, it is the exclusive representative
of employee’s collective bérgajning m the Unit é,nd is entitled to act for and to negotiate
agreements covering all technicians in the bargaining unit. It is responsible for representing the

mterests of all technicians in the bargaining unit without discrimination and without regard to

Labor Orgamzanon membership. The Labor Organization shall be given the opponumty to be

represented at formal discussions between Management and technicians or employee
representatives concerning grievances, personnel policies and practices, or other matters
affecting general working conditions of one or more Technicians in the bargaining unit.

Section 4-2. Renresentation:

The LO shall be given the oﬁ;poz‘tunity to be represented at:

2. Any formal discussion hetween One Or more zepresefn“atwes of the Emplover and one or
more technicians or their representatives concerning any grievance or any personnel poiicies or |
practices or other general condition of employrent:

- (1) The LO will be given reasonable notification of a formal meeting. Normally, such
notices will be no fewer than 24 hours prior to the scheduled meeting. This does not-preclude a
shorter notice if both parties are available and agree.

{2) At those meetings where the 1O is represented, the attendance of the representative
will be acknowledged by the Employer at the beginning of the meeting. The Employer will
permit the LO representative o participate as appropriate in regards to the issue and agenda of
the meeting.

b. The Labor Orgamzatmn in consonance with its r1ght to represent, has a right to propose

i1



new policy or changes to former policy, or resolutions to problems. It is agreed that
representation shall oceur at the lowest level at which a matter can be resotved, and that the
initial point of contact shall be the lowest level Management QOfficial and Labor
Organization official having responsibility and authority to act. If the Parties at the initial
contact feel resolution of a matter is outside their jurisdiction; the matter shall be referred
immeﬂia‘cely to the next higher tevel.

¢. The Employer will recognize the duly elected Local officers and official s/representatives
inciudin g, but not limited to, Stewards, in accordance with this Agreement.

d. The Emplover will recognize representatives of the ACT National Organization.
Advance notice will be furnished HRO prior to visiting bargaining unit instaliations.

Section 4-3. {hanging Conditions of Tmplovinent:

The Employer will notify the LO in advance of implementing changes of conditions of’
employment. Before implementing any such changes, the Employer will afford the LG an
opportunity t0 negotiate to the extent required by and in accordance with applicable law, and this
Agreement. | |

Section 4-4. 1O/ Manasement Meeting Procedure:

a. Yoint LO Management meetings shall be held npon fequesi by either party. Specific |
item(s) for discussion should normally be provided in advance of the meeting by either party,
although items not submitted may be discussed. Summary minutes, reflecting items discussed
and reéelutiens or actions, shall be furnished to the Labor Organization by the Agency.

b. Joint meetings will be conducted during regular'd_uty hours, with Labor Organization
© officials authorized official time without loss of leave or pay. |
¢. Monthly meetings will be held between The Adjutant General and/or d.esignee and the

President of the Labor Organization and/or his designee, if' either party request such meeting.

e



Section 4-3, Stewardship: The Labor Organization may designate from among its membership

Stewards in the various oiganizations having Techniciang in the t}’nit as follows:
0116_ Steward for each FMS
Two Stewards for CSMS (Smyrna)
Two Stewards for USP&FO
One Steward for technicians assigned 1o positions in Houston Rarracks
One Steward for CSMS Eaét :
One Steward for CSMS West
One Steward for UTES
One Steward for each organizational section of CSMS if applicable
Additicnal Stewards maybe temporarily assigned based on .representatienal
requirements.
The Labor Grganiza;ion shall notify the Agency, in writing, of the appointment of Stewards, The
Steward or Locaﬁ official may recetve, investigate, prepare and present.Empioy;ee complaints,
- grievances or appeals during duty hours .when thié activity is in accordance with the procedures

of this Article and the Grievance Article In the event of the replacement of a Steward,

consideration of reasonable time will include time spent by his/her predecessor on the same -

matter. The Steward or Logcal official will request from his/her supervisor that he/she may leave
the work area, ndicating he/she has a Tepresentation matter to resolve. The Steward or Loca]
official wilf also notify the immediate supervisor of the employee(s) to be contacted. Supervisors
shall grant such fequests unless such absence would cause an undue interruption (o work, or
jeopardize the operation of the employee’s or Steward's section. During such granted absence,

Stewards, Tocal officials and employee(s) will confine their activities to the conduct of that

business for which approval of temporary absence was requested, and will returg difectly to their

o
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workstations upon completion of business at hand. Stewards, Local officials and employee(s)
will personally notify immediate supervisors upon their returs: to duty.

Section 4-6. Authorized Official Time:

4 Official time will be made available without loss of annual leave during normal duty
hours for the Labor Organization representatives to carry o1 business that is of muteal interest of
empjoying ag;ency and thé Labor Organization. .

b. The President ﬁf the Tocal, or designee shall be granted 15 minutes at each new employee
orientation if BU technicians are present for the purpose of acquainting new (BU) technicians to
the Labor Organization.

c. Official time will be granted to steward(s) conferring with teghnicians and/or supervisors
on grievances.

d. Preparatoty time for pre—negotiation, negotiation, appeal(s), grievances, complaints or
scheduled meeting(s).

. Labor management meetings held rwith an agenda related to conditions of employment of
the BU. |

| f Ti‘ével fime to and from pre-arranged meetings with the Adjutant General or designes,
official time in preparing, investigation Vand presenting c_:ompiaints of bargaining unit
representative ITAW Vol TLITR.

o. For visiting, writing, and te}ephaning elected officials inléupport of desired legisiation
which #eaﬁd impact the werking conditions of the technicians represented by the
Association of Civilian Technicians.

. Local Stewards shall be granted official time to acquaint new technicians tothe Labor
Organizatioﬁ at the work site.

i. The rLabor Organization 18 authorized official time to train officers ana Shop Stewards. It is

understood that this iraining will be of mutual concern to management and the technicians as a

14



Section 4-7, Responsibilities:

The Employer agrees to conduct an official duty time joiﬁt Manageméntiabor Organization
training session regarding the administration of this Agreement. Such training must be primarily
concerned with orienting and briefing Labor Organization and Management officials on the
administration of this Agreement. Training will bé. conducted once mutually approved program
of instructiong (POI) has been developed,

Section 4-8. Wearing of the Military Uniform:

Labor Oreanization Representatives are not required to weay the military uniform while

performing Tepreseniational functions or other Labor Organization activity related functions.

These fimctions includgz

a. While éngaged in negotiations of any kind with agCNCY representatives

b. Labor/Management meetings with agency representatives

C. Labqr/’Mana.gement seminars

d. Bargaining Unit members will not be required to wear the military uniform while
appearing as a grievant or ag a u&mess at third party proceedings

¢. During new employee orientation sponsored by the HRO

proceedings

15






ARTICLE 5
Overtime/Cﬂmpensat@ry Time

Section S-E.lGeﬁeraE: Technicians.under either the General Schedule or the Wage Schedule are

not entitled to pay for overtime work. If Technicians are required to work more than eighty (80)
hours in a bay period, they will be granted compensatory time off from their scheduled tour of

duty equal to the amount of overtime worked.

Section 5-2. Distribution of Cempensatory Time: Distribution of overtime will be made

among Technicians of a particular skill in a fair and equitable manner. In no case will overtime
be assigned an Employee as a reward or punishment.

Section 5-3. Performance of Compensatory Time: Management officials wil] determine the,

- number of hours compensatory time an Employee .may be required to work during “an
administrative work week.

Section 5-4. Reovlar Compensatory Time: Reguiar or scheduled overtime is overtime that will

be scheduled at least twenty-four 24 hours in advance, and notice is given to the Employee at
least twenty-four {24} hours in advance. In urusual circumstances less advance notice may be
required, Compensatory time of, o an hour for hour basis, will be given for regular scheduled or

unscheduled overtime worked.

counted as at least fwo (2) hours duration.

16



‘Section 5-6. Overtime Pay: The Agency and the LO agree that should regulations or laws

~ change to allow overtime pay for Technicians, payment will be made in accordance with

authorizing regulations and renegotiations may be, required.

Section 5-7. Holiday Pay: Holiday pay will be paid when a Employee is scheduled to work on
a Federal holiday as authorized by law, tule and/or regulation.

Section 5-8. Use of Compensatery Time: Compensatory time must be taken within twenty-six

~ (26) pay periods from the date in which it was earned. Compensatory time will be administered

between the supervisor and the Employee in the same manner as annual leaves.



ARTICIE s
Annual Leave

Section 6-1. Earning and Reguesting Leave:

1. Technicians will earn annual leave in accordance with applicable laws and regulations.

2. Technicians will be allowed to schedule/use annual leave n the amount that will normally
accrue ‘during.the current leave year. Thé Agency will make reasonable eﬁ’bﬁ to honor the leave
request of Technicians. The oaly basis for refusal of requested annual leave is mission related.
Requests for annual leave shall be submitted to the supervisor for approval. Managers will
attempt to accommodate the desires of the Employee consistent with agency requirements.

a. Consistent with the needs of the Agency, annual leave requestgd in advance will be
approved. Requests and approval or disapproval will be documented on an Application for Leave
{SF-?i). When unscheduled annual leave is ﬁecessary, Technicians will notify their supervisor as
s0011 as possible. But no later than the beginning of the Employee s normal tour of duty. If the
supervisor/deswnee 1s unavailable, the Employee wilj nenfy the secand—ieve} supervisor o leave
a telephone number where the Employee can be reached. In situations where the Emplo jﬁ& finds
it zmp0551ble to contact the supervisor a two {2} hour grace period is in effect where by no
disciplinary action may be considered unless circumstances warrant. 'Notiﬁcation that does not
meet the two (2) hour criteria will be dealt with on a case by case basis. The supervisor may
request documentation to substantiate an EIMErgency.

b. Where the Agency's workload does not permit approval of annual leave, the Agency will
make a reasonable effort to schedule the leave at another time désired by the Employee.

¢. If Technicians cannot resolve leave scheduhng conflicts among themseives the conflict
will be decided by granting leave to the Employee having requested leave on an SF-71 on the

earliest date. When annual leave is requested simultaneously, the Empleyee with the earliest

18




| service compﬁtation date used for leave will be given priority consideration. This consideration
shall not be construed to allow the most senior Empioyee to have the same period more than two
{2) years in succession. The Ageﬁcy wiﬁ also consider the qualifications of Technicians to
accomplish the workload when making this determination.
d. Special consideration will be made by the Agency for requests for:

(1) religious hohdays,

(2) dépendent care, and

(3) personal emergencies outside the Employee's control.

Section 6-2. Extended Annual Leave;

Requests for annual leave for at least two (2) consecutive weeks will be granted 1AW Section 1
of this Article provided it will not cause a workload problem and the Employee has or will
accrue sufficient leave.

Section 6-3. Emplovee Responsibilities for Leave Balance:

i, Ttis the Employee's responsibility to request sufficient annual leave to avoid forfeiture at the
end of the leave year.
2. To monitor individual leave balance to ensure adequate availability of annual leave for

scheduling purposes.

16



ARTICIE Y
Si.ck Leave

Section 7-1, Earnine ¥eave:

Technicians will eam sick leave in accordance with app.licabie laws and regulations. Sick Iea{re
is an Employee benefit to be used by the Employee in accordance with the specific precedures of
this Article for absences required by illness, injury, or medical appointments under apphcable
laws and/or regulations.

Section 7-2, Requesting Leave:

1. When an Employee knows in advance that sick leave will be required for a reason set forth in
the above, the Employee will request sick leave at the time the necessity for the leave is
determined.

2. When the need for sick leave is unanticipated, and sickness or injury prevents the Employee
from reporting to work, the Emplovee will notify the SUPEIVISOT as s00n as possible but no later
than the beginning of normal duty hours. Notification must be made no Iater than the beginning
of'the Employee's normal tour of duty. If the supem«rsnr or their designee is vnavailable, the
Employee will leave teiephone aumber where they can be reached, If the degree of the
Employee's iliness or injury prohibits compliance with the notification requirements provided
above; the Employee shall pmvide such notification as soon as possible.

3. The notification provided for above shall include the reasons for the absence and the expected
. anticipated return to duty, the Employee shail promipily notify the Agency in writing of the new

anticipated date of return. The Agency may require petiodic telephone calls updating the

condition of the Employee.

20



Seciion 7-3. Medical Documeniation: '

1. For each absence in excess of three (3} workdays, the Agency may also require 8 medical
certificate, or other adminisiratively acceptable evidence, as 10 the reason for the absence.

a. When th_é Agency has reasonable grounds to s’uspect the Employee of sick leave abuse, or
if the Employee is on sick leave restriction, a medical certificate may be required for any absence
due to iliness.

b. Medical documentation must be submitted to the Agency within ten (10) work days from
the Employee's return to duty. |

c. "Medical certificate” means a written statement signed by a registered practicing physician
or other practitioner certifying to the incapacitation,- including the nature of the condition,
examination or treatment, and to the ;jeriod of disability while receiving pmfessional treatment.
5. Ifit appears that an Employee is abusing sick leave, the Employee may be notified in writing
that, for a stated period not io exceed twelve (12) months, all future requests for sick leave must
be supported by a medical certificate or other administratively acceptable evidence certifying the
incapacitation from duty and the duration of the incapacita_tionpﬁér to sick leave being
approved. Technicians already on restriction and not evidencing substantial improvement may be

subject to leave restriction beyond twelve (12} months or other action.

Section 7-4. Changing Leave:

An approved absence which would otherwise be chargeable to sick leave may be charged to
annual leave, or leave without pay when requested by the Employee and approved by the
Agency. However, substitution of annual leave, or leave without pay for earned sick leave

previously granted and charged is not permitted.

21



ARTICIE S
Advanced Sick Leave

Section 8-1. Sick Leave:

1. Whena Employeg‘s siék leave balance has been exhausted, the Agency may approve requests

for advanced sick leave when the following requirements are met;
a. Leave 1s properly applied for in accordance with Article 7.
b. The application is supported by a medical certificate as defined in Article 7.
¢. Repayment can reasonably be expected through leave accruals.

2. As a maximum, a permanent Employee may be advanced up to 240 hours of sick leave.
Technicians holding limited app'ointments that end on a specified date (i.e., temporary, and term
appointments) may be advanced the amount of sick leave that will accrue during the complete
pay periods in the current month.

Section 8-2, Approval/Denial of Leave: Requests for advanced sick leave must be

recommended for approval by the first line Supervisor and approved by the Human Resource

Office.



ARTICLE 9
Administrative Leave

Section 9-1. Approving Anthority:

Administrative leave is an excused absence from duty administratively authorized without loss of
pay and without charge to other types of leave. -

Section 9-2, Weather/Emergency Situations:

For inclement weather or other emergency situations:

a. When the Agency detérmines that it is necessary o0 close the duty station due to hazardous
weather 6r emergency conditions, during which it is not feasibie to temporarily relocate
Technicians, Technicians on duty will be rel.eas_ed on administrative leave. However, 1t may be
necessary to require certain Technicians to remain on duty to maintain critical functions.

rb. If hazardous or inclement weather or other emergency situation warrants early dismissal,
Technicians will be charged leave for the remainder of the workday if they wish to leave before
the actual ecarly dismissal time. Those on ap_pxoyed feave for the entire day will be charged leave
for the entire day.

c. Wﬁen the Agency closes a duty station under Section 2(a) above, the Agency will make a
reasonable effort to inform Technicians through the public meﬁia or other internal notification
procedures. .

d. If severe weather conditions or an emergency condition exists which prevents 'fechnicians
from getting to work and the duty station is not closed, the Agency will adopt a liberal leave

policy including advanced annual leave or leave without pay.

23



ARTICLE 19
Family Leave

Section 10-1. Family and Medical Leave Act (FMLA):

1. Leave Entitlement:

a. Upon request, an eligible Employee is entitled to a total of twelve (12) work weeks or sixty
(60) Workdays leave without pay during any 12-month period for the birth of a child, care of a
newborn within one (1) year after birth,-adoption, or foster care of a child within one ( 1) year
afier placement, or care of a spouse, son, daughter, parent, or legal ward who has a serious health
condition.

b, .Ccsnsistent with applicable la\ﬁs, regulations, and this Agreement, an Employee may elect
to substitute paid time off, including annual leave, sick leave, compensafory time, or credit hours
for any or all leave without pay to which the Employee is entitled under the Family and Medical
Leave Act.

¢. In addition to the leave without pay entitlement, an eiigiblé Employee may request other
types of leave for which the Empiayee meets legal and regulatory requirements. Such leave
.might include additional leave without pay, a.gnuai leave, sick leave, advanced annual or sick
leave, earned compensatory time or credit hours, and leave made available under the Voluntary
Leave Transfer Prc_sgfam.

2. Requests and Approvals:

a. When the need for leave is foreseeable, an Employee shall request leave under the
provisions of this Article at le:ast thirty _(.30}. days in advance to allow the supervisor time to
prepare for any étafﬁng adjustments necessary to compensate for the Employee's anticipated
absence. However, the parties recognize thai due to the unpredictable nature of these sitvations, -

adjustments in the requested leave may be necessary.
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b. No arbitrary date requiring a pregnant Employee to cease work or to prevent her from

, _retuming to work after childbirth will be established. Decisions in such cases will be made by the
Agency, in accordance with applicable policies and regulations, TAW FMLA after considering
the Emp!oyée‘s request and any required medical certification.

¢. Requests for time off beyond twelve (12} weeks will be considered on an individual basis,
and may be approved in accordance with applicable policies, regulations, and this Agreement.
The Agency shall make a reasonable effort to approve such requests consistent with budgetary
considerations, workload, and staffing requirements.

3. Medical Certification

a. The Agency may require administratively acceptable medical certification, at the
Employee's expense, when an Employee requests leave for medical reasons, including treatment
and convalescence related to childbirth, and care for a spouse, son; daughter, parenf, or legal
ward with a serious health condition.

b. The Agency may als¢ rgquire administrétively acceptable medical certification, at the
Emplovee's expense, when an Employee requests special consideration such as reassignment or
other reasonable accommodation and there is a question as to the medical need for such
accommodation.

c. The Agency may require, at the Agency's expense and by a health care provider
designated or approved by the Agency, a second medical opinion to the validity of the
certification provided by the Employee. If the second opinion differs from the original
certification, the Agency may fequire, at the Agéncy‘s expense, certification from a third health |
care provider selecied jointly by the Agency and Employee.

4. Protection of Employment and Benefits Upon Return to Duty
a. An e}igﬂﬁe Employee who takes fami!y leave shall be entitled to return to the same or

equivalent position, with equivalent benefits, pay, status, and other terms and conditions of



employment, unless termination of employment is otherwise requireé by feductien—in—force, for
~ cause, or for similar reasons unrelated to the usé of family leave.

b. An Employee who has given birth and does not plan to return to work shall submit her
resignation at the expiration of her period of incapacitation.

Section 10-2, Family Friendly Leave Act (FFLA):

I Leave Entitlement:
Upon request, an Employee is entitled to use sick leave to care for a family rﬁember having a-
physical or mental illness, injury, pregnancy, childbirth, or medical, psyéhiatric, dental or optical
examination or treatment, or for pufposes relating to the death of a family member, including
making arrangements for or attending the fimeral.
2. Requests and Approvals:

a. The Employee will request tile sick leave on Form SF-71, Application for Leave.
The remarks area will be annotated, "Family Member." Request and approval
procedures coniained in the Sfck Leave article will be followed.

b. Sick leave used for this purpose will be coded ét‘a HEmplovee’s time sheet.

C. Thé first-line supervisor has the authority to apprové sick leave requests.
3. Limitations:
Full-time leave earning Technicians are eligible to use up to forty (40) hours of earned sick leave
fo provide caré. An additional sixty-four (64) hours of earned sick leave may be used-each leave
year, but only to the extent thai these additiena! hours do not cause the Employee's sick leave

balance to fall below (80) hours.
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4. Family Member

Under the FFLA, a family meﬁlﬁer is defined as a spouse and spouse's parents;, children,
including adopted children, children's spouses; parents, brothers, sisters and their spouses; or any
individual related bjr blood or affinity whose close association with the Employee is the

equivalent of a family relationship.
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ARTICLE 13

Other Leave Provisions

Seetion 11-1, Military Leave:

1; Any full-time permaneﬁt employee who is a member of the National Guard or other reserve
unit of the Armed Forces shall bé entitled to accrue 120 hours of regular military leave in a fiscal
-year for active duty or active duty for training. Part. time employees accrue leave AW SUSC
6323(a)(2).

2. Approval of the military leave provided in the foregoing shall bé based on the copy of the
orders directing the Employee té active duty and a copy of the certification of completion of such
duty.

Section 11-2, Ceurt Leave:

i. IAW with apnlicable Iéws or regulations the Employee is entitled to court leave to the extent
necessary to serve on a jury or to pariicipate in judicial proceedings in & novofficial capacity as a
witness on behalf of a local, state or federal government. Court feave wiﬂ be granted from the
report date stated in the summons through the date discharged from court; court leave will not be
granted when the Employee is excused from jury duty for a day or a substantial part of a day. Tn
such cases, the Employee must request annual leave, credit hours, or leave without pay if the
Employee fails to return to duty or AWOL may be charged. |

2. The Employee must notify the Agency at least two (2) weeks in adyance of upon

receipt of the summons from the court. Court leave must be requested on an Application for
Leave (Form SF-71) with a copy of the jury duty or court summons submitted with the request.
Upon return to duty, the Employee must present to the Agency a jury duty certificate signed by

an officer of the court, if the court leave was granted for jury duty.
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-Sectien 11-3. Holiday Leave:

The Agency will authorize designated Federal Holidays for the purposes of pay and leave in
accordance with applicable statue or Executive Order.

Section 11-4. Blood Donation:

Technicians are encouraged to serve as blood donors and will be excused from work without
charge to leave for the time necessary to donate the blood, for recuperation following blood
donation, and for necessary travel time to and from the donation site. The maximum excused
time will not exceed 4 hours on date of blood donation. When the Employee must travg! .a long
distance, or when unusual need for recuperation occurs, up to an additional 4 hours may be

requested from HRO.

Section 11-5, Examinations:
Technicians who have job-related required examinations or re-exarmminations, either physical or
mental, will be the time necessary to accomplish the examination without charge to leave.

Section 11-6, Voting:

Technicians may be excused by the Ageﬁér f{;r a reasonable time when practical to do so
without seriously affecting operations to register or vote in any election or referendum without
charge to leave. A Employee may be excused from duty 30 as to permit him to arrive:at work
three (3) hours after the polisropen or o penﬁit him to leave work three (3) hours before the

polls close, whichever results in the lesser amount of time off.
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ARTICLE 12

Dues Withholding Agreement

Section 12-1. Withhelding Form: The SF 1187 for dues deduction will be supplied by the
Labor Organization and will be used as the authorization of payroll deduction for dues.

Section 12-2. Processine: The completed SF 1187 will be sent to the Customer Service

Representative (CISR) by the Labor Organization.

a. The SF 1187 will be cémpleted and certified as to the amount of withholding (007 of base
pay) and that the member has been advised of the contents of the form, and the individual's
earliest date of dues revocation will be annotated on the form and initialed by the mdividual.

b,. The SF 1187 may be submitted at any tilﬁe. The effective date for withholding will start
the first .pay petiod beginning afier the submission of the form to the Customer Service
Representative. Adjustment_s to dués allotments will occur within two (2) pay periods from the
date the members rate of base pay changes.

¢ An allotment shall be temﬁnated by submission of an SF 1188 when the Employee leaves |
the bargaining unit as a result of any type of separation, transfer 6r other persénnel action; upon
loss of exclusive recognition by the Labor Organization; when the agreement providing for dues
withholding is suspeﬁded or terminéted by an appropriate authority outside DOD: or when the
Employee has been suspended ﬁ'em.the Labor Organization.

(1) When a Employee is temporarily promoted or detailed to a position outside the
bargaining unit, management agrees to notify the individual of the Empiojree‘s responsibility for
submitting a new SF 1187 in order for the Employee to have dues withholding reinstated upon -
return to the bargaining unit.

(Z) The Labor Organization agrees to provide the HRO with SF 1187s to be used for this

purpose.




(3) it is the individual's responsibility to maintain dues allotment, if the Employee so
desires, in order to protect Labor Organization associated insurance, or other Labor Orgamzation
benefits.

Section 12-3. Dues List: A list will be provided to the Labor Organization, of those persons

from whom a payroll deduction was made. The listing will contain the names of the Technicians.
within the bargaining unit baving current dues withholding allotments on file, the amount
withheld from each member’s‘ pay, and a statement showing the total amount withheld. The
remittance check and one (1) copy of the listing will be forwarded to the mailing address as

designated in writing by the Labor Organization.

Section 12-4, Dues Revocation; The Agency agrees to provide the Labor Organization with
copies of the SF 1188 for use in rgvoking dues allotments. These forms will also be available
from the CSR at USPFO to those individuals wishing to revoke their dues withholding.

a. The individual will submit the completed SF 1188 to the Customer Service Representative.

b. The Customer Service Representative shall date and initial all copies of the SF 1188 upon
receipt from individual The Customér Service Representative shall forward the second copy of
the SF 1188 to the Labor Organization within three (3) working days after receipt of the signed
form from the Employee.

¢. The request (SF 1188) for dues revocation may be submitted to the CSR on any date prior
to August 15. Revocation will be effective the first full pay period in September,

d. New members shall have the option of dues .revocation on the first annual anniversary date
after the Employee's election to participate. The dues revocation form must be submitted to the
Customer Service Représentétive not later than the last working day in thé month preceding the
Empléyee‘s anniversary date. The effective date of revocation will be the first full pay pericd
after the anniversary date. After the first anniversary date, revocation may only be made in

accordance with section 4(c) above.
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Section 12-5. Annual Motification: It is agreed that, at least once a year, NLT 30 July, Article

12 will be published by the HRO.
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ARTICLE 13
Contracting Out of Werk

Secﬁon 13-1 . Pelicy: It shall be the policy of the Agency to openly and fully discuss with the

Labor Organization any review of a function for contracting out or consideration of ¢ontracting out
of a new or revised function. The Agency agrees to take all reasonable actions to minimize the
impact on Technicians when a function is contracted out. Affected Technicians will be reassignéd
and/or retrained to the maximum extent possible. Maximum retention of career Technicians shall
be achieved by considering attrition patterns and restricting new hires.

Section 13-2. Impact and Implementation (I&1) Bargaining: When the Agency determines that

certain services/activities are to be accomp}ished by contracting out to outside agencies; the Labor
Organization will be provided the opportunity to participate in I&[ bargaining. When a bargaining
unit position becomes vacant and to be filled by other than a bargaining unit position, the Labor
Organization will be -provided the _opportﬁnity to participate in I&] bargaining.

Sectien 13-3. This policy will not prechude management from conducting contracting out functions
that do not result in elimination of positions or iﬁ}pact the condition of employment of on-board

Employee.
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ARTICLE 14
Equat Employment Opportunity
Any Empioy'ee.who believes théy have been discriminated against in any matter because of race,
color, religion, sex, age, national origin or handicap may file an EEO complaint through the
statutory prdcedures by contacting a designated EEO counselor for. ihat specific area of the

GCourTence,



ARTICLE 15

MERIT PROMOTION
Section 1. Purpose: To provide upward mobility for technicians by giving full consideration to

the on-board technician force. To provide procedures that will insure that each technician receives
full consideration for all vacancies for which they qualify. Management officials have a special
responsibility for seeing that violations do not occur either by error or design.

Section 2. Obiectives:

(a) This article will be ﬁsed for filling vécancieé that management elects to fill in the
excepted, competitive, dual status and non-dual status services of the Tennessee Army
' Natienal Guard énd will be used for all promotions.
(b} To present for management’s consideration qualified applicants.
{c) To give technicians an opportunity .to receive fair and appropriate
consideration for higher level jobs,
(d) To insure maximum utilization (ﬁ‘ technicians.
{&) To provide an incentive for technicians to improve their performance and
develop skills, knowledge, and abilities.
() To provide for upward mobi]ity positions identified in the Upward Mobility
Program.
Sectien 3. Definitions:
(2) Promotion: is the movement pf a techﬁician, while sérving continuously
within the same agency, to a position at a higher grade level within the same
job classification system and ;ﬁay schedule, or to a position with a higher rate
of basic pay in a different job classification system and pay schedule.
(b) Tnternal Placement: Changing of a technician from one position to another

through the competitive process, but with limitations to those technicians
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currently employed by the unit at the time of the advertisement of the position.

{c) Rating Panel: The employer’s representatives that rate all applications in

accordance with the criteria established by this article for the purpose of

reducing the list of qualified applicants to seven (7).

{d) Selecting Official: Individual who will make the recommendation.

Section 4. Technician Responsibilities; Individuals are responsible for familiarizing themselves

with the provisions of this article and as-suring that applications are accurate and complete in

relation to the present duties being accomplished and the position being applied for.

Section 5, Indefinite Positions: An indefinite appointment will normally be announced and filled

using the prbcedures within this article.

Section 6. Vacancy Announcement: As a mininmum, the vacancy announcement will contain the

following information:

a

b

Title, series, grade, and salary range of the position.

Type of appointment — competitive / excepted / dual status /
non-dual status |

Military requirements — compatibility and grade if applicéble.
Summary of duties and specialized experience requirements.
Organization and geographical location of the position.
Information regarding known promotional pbtentiai, if any.
Opening and closing dated and how to apply.

Equal employment opportunity statement.

" The knowledge, skills, and abilities factors by Which applicants will

be rated for the position.
Whether or not developmental.

Area of consideration
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1 Selection Placement Factors: Any special job re(juirements, ie,
drivers license,

m  Security clearance.

B A notification of requirement of 2 copy of DA Form 2-1; MIL 01 83,
RIP or any other documentation that verifies military experience and
educations

Section 7, Vacancy Postmg A Vacancy announcement will be posted a minimum of fifteen (15)

calendar days on all official bulletin boards. A copy will be provided to the LO. A vacancy
announcement may have a shorter open penod, for unysual circumstances, after ccmsultanon with

the L.O.

Section 8. Area of Consideration: The arcas of consideration for each specxﬁc position vacancy

announcement will be in the following manner and sequence;

(8) Area One: all permanently employed technicians in the Tennessee Army
National Guard.

(b) Area two: all qualified members of the Tennessee Army National Guard,
(c) Area three: those eligible for membership in the Tennessee Army National Guard. -
N_;QE__E“ Although positions may be advertised toarea 1 and 2 simuitaneousiy the intent of
this section 9, is that permanently employed technicians will receive ﬁrst constderation for
mternai placement or merit promotions.

Section 9, Application Procedures; The application is the document by which an individual’s

 qualifications for the position is determined. Complete and accurate data is essential to ensure fair
.eva;!uation of candidates. APPLICANTS MUST ADDRESS THE BASIC ELIGIBILITY
FACTORS, WHICH INCLUDE GENERAL AND SPECIALIZED EXPERIENCE, AND THE
KSAFACTORS AS-STATED ON THE VACANCY ANNOUNCEMENT. Apprlications will be

submitted as follows:
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(a) The applicants may apply using SF 171, OF 612, TNHR 58, or any resume

| format that provides the basic information that addresses the minimum
gualification.

{b) T_echnicians scheduled for TDY may notify their supervisors of their interest
in upcoming vacancy announcements and request job vacancy announcements
be forwarded to them.

(c) Applications will be mailed or hand deiivered to the HRO Nashville, TN no
later than the closing dated specified on the vacancy announcement. They must
be received in the HRO by COB on closing date. Government postage will not
be utilized to mail application(s).

(d) Ai}piications will be date stamped by the HRO to ascertain receipt date. '

Section 10. Time Limits: The selection process will be concluded normally within forty-five (45)

calendar days after the vacancy announcement closing date. The closing date may be extended as
the need arises with notification of the delay to the LO.

Sectign 11. Establishment of KSA Factors: The knowledge, skills and abilities factors ﬂ{SA)

required for the position to be filled will be prepared by the HRO prior fo the advertisement of the
position. The HRO may consult with the selecting official regarding the preparation and
determination of the KSA factors.

12, Processing Application:

(a) HRO will consider only applications received IAW section 10(c) above. HRO will
evaluate each application to determine applicant meets basic qualiﬁcations of the
advertised position. KSA’s will be used in the rating and ranking process and not to
determine basic qualifications. |

(b) Applications and selection certificate will be forwarded to the selection official (SO) if

there are seven (7) or fewer qualified bargaining unit applicants.
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(c) If there are more than seﬁfen (7} qualified (BU) applicénts, HRO will appoint a rating
panel, JAW this agreement and TPR 300-33 5 to detenﬁine the seven (7) best qualified
candidates. HRO will provide the selecting official with the top seven (7) applicants.

(d) Multiple job vacancies: number of applicants forwarded to SO will be seven (7) times
vacancies announced. Example . Announcement is to .ﬁil two (2) positions; the number
of applicants will be 2x7=14 éppﬁcations forward to the selecting official. This also

applies 1o positions that require rating and ranking.

(e) By mutual agreement the LO and HRO may elect to waive the requirement of a rating

panel on a case-by-case basis.

Section 13. Rating Panel: Rating panels are established for the purpose of rating / ranking

candidates for the position to be filled, when required.
(a) The rating panel will consist of not fewer than two (2), but preferably thrge (3)
members. Members should be of a grade equal to or higher than the position
bid. Rating panel members wilj be appomnted by HRO.

(b) To avoid the appeérance of a conflict of interest, the 80, or candidate will

not serve as a member of a panel convened for the purpose of rating / ranking

candidates for vacancies.
(d) Rating panel results may be reviewed by the LO upon request.

Section 14, Evaluating and Ranking Applicants:

(a) i 2 panel is required, reference section 13(b), all candidates applications

meeting basic eligibility for promotion or internal placement from within the
areas of consideration will be presented for evaluation by the rating panel.

(b) A point system will be utilized to establish the grouping of candidates. Items

to receive ratings are as follows:

- (1) XSA ratings (alt factors):




(a) “A” level experience: Candidate possesses fype and quality of
experieﬁce that substantially exceeds the basic requirements of
the position including selective placement factors, and that
would allow the candidate to perform effectively in the
position almost immediately or with a minimum of training
and/or orientation.

{b) “B” level éxperience: Candidate possesses type and quality of
experience that exceeds that basic requirement of the position,

including selective placement factors, and that would allow the
candidate to perform effectively in tﬁe position within a
reasonable period of time (1., three to six months}.

(c) “C” level experience: Candidate satisfies the basic requirement
of the position with respect to experience, including selective
placement factors. However, type and quality of experience
beyond that which is basically required are minimal, and/or
extensive additional training/oﬁemation may be required to
enable the candidate to satisfactorily perform the duties of the
position. | |

(2) Awards: Credit is awarded for pertinent hondrary and monetary awards
and outstanding/fully acceptable performance ratings. The .
HRO wiﬂ analyze the applicants awards record and document
qualifying awards on NGB Form 300-4. The recency of the award or
- rating is also considered to assure that current qualifications are
reflected. Awards that are more than three (3} years old will not be

considered. A maximum of six {6) points may be credited for this



factor. Points are assigned as follows:

1St zﬂd . 31'6
7 Appraisal " Appraisal Appraisal
Outstanding Performance Rating 3 2 1
Fully Acceptable | 1 S ¢ 0
Suggestion Award 1 0 0

(3) Training and education: A maximum of three (3) points will be awarded for this factor.
This refers to training and education, other than that credited for basic eligibility that was not
considered elsewhere in the evaluation process, which is relevant to the position being filled.
1.0 -  High school diploma or equivalent
1.1-2.9 College (no degree) or Vo-Tech
3.0- College degree

Overall Rating; The overall rating for each category (KSA, awards, educétion) will be combined

and the-total score for all categories will be recorded on NGB Form 300-4, Service Computation
Diate will be the {irst tie-breaker and Techmician Service Date second tie-breaker.

Section 15, Referral of Candidates: Following the evaluation of candidates, the HRO will refer

 the seven (7) better qualified candidates to the selecting official. Applications and supporting
- documents submitted by those candidates will also be forwarded to the selecting official.

Section 16. Selecting Official Actions: Selecting officials have the right to select or not select

any of the candidates referred to them. However, at the direction of the agency, he/she must select
only frofn the well qualified group. The seleéting ofﬁ(‘;ial will: |
(a) Every effort will be made to conduct.personal interviews. If not possible, telephoﬁe
interviews should be conducted. When one of the referred technicians is interviewed,

every effort should be made fo interview all those on the certificate.
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(b) After interviewing the candidates, make the selection, or provide written definitive
justification to the HRQ for the non-selection, or provide written definitive justification
to the HRO for the non-selection of each candidéte on the promotion certificate.

(1) For the purpose of this section, “definitive” means: a reason for non-
selection which provides a non-selected area 1 applicant with
information as to an area or areas where the applicant needs to
improve.

(2) Once justification has been accepted by the HRO, the remaining
basicalljz eligible area 1 candidates will be submitted to the selecting
official. |

(3) The selecting official will then complete the action in paragraph (a) for
those candidates.

{4) After interviewing, should the selecting official conclude that none of
the remaining candidates are to pe selected, he will complete the
requirements of this paragraph prior to requesting, in writing, any
certificate from any other source.

{c} Sign and return the certificate té the HRO.

(d) Insure technicians hired in a trainee status will be informed of the appréximate

duration of the training necessary to become fully qualified.

(e) If for some administrative reason the selection process cannot be completed,
the selection package will be returned to the HRO. |

* Section 17. Supervisor / HRO:

(a) The supervisor will notify the individuals on the certificate (NGB Form 300-6) of the
selection.

(b) HRO will notify candidates that was not placed on the referral certificate.
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{c) HRO/Supervisor will arrange a release date of selectee.

{d) Reference 17(e) above: The HRO will notify the candidates as to the reason for the
delay i.e., lack of funding).

(¢) When the selecting official non-selects the entire promotion certificate, the supervisof

will ensure the justification is provided to HRO,

Section 18. Release of Selectee: After selection for promotion/placement, technicians must be
released promptly from their present position. Release will normally be within two (2) weeks after
the selection, either on the 1% day of the next pay period, or the fill date as specified on the

Vacancy announcement.

Section 19, Records Required: Sufficient records are required to allow reconstruction of the
placement action to provide for an evaluation of the merit promotion/placement plan, for a clear
record of the actions taken, for proof that the filling of technician vacancies are being made on a
fair and equitable basis in accordance with this article,
(a) The following records are to be maintaiﬁed in the HRO;
(1) Copy of the vacancy announcement.
(2) Copy of NGB Form 300 and NGB Form 300-6.
(3) Copy of all applications and attached documents,
(4) Forms used in the evaluation and rating process.
(b) Records are to be maintaine& for a minimum of two (2) years. If a grievance is
pending, records will be maintained yntil resolution.
Section 20. Grievances:
{(a) A technician who beligves that proper procedures were not followed in a
particular placement action for which they were an applicant may present a

grievance under the grievance procedure agreed to in this contract, A
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grievance will nof be considered when it is based solely on non-selection.
(b) The employer upon request, will allow the Labor Organization access to the

promotional material utilized in assessing the qualifications of the eligible

candidates in an alleged or formal grievance action. Confidentially of

promotion material will be maintained by the Labor Organization.

Section 21, Comprehensiveness: This article is designed to provide for the selection of

bargaining unit posit.ions in the most common type promotion opportunities that will occur. There
may be unusual cases presented. In this event, the Labor Organization and LRS will review these
situations.

Section 22. Inguiries; Should a non-selected technician wish to know the reason(s) for non-

qualification, they may request an administrative review of their rating with an HRO
representative.. HRO will address areas where improvement can be made to enhance the
individual’s promotion potential. The intent herein is to provide the technician an awareness of
potential weakness. This will not preclude a technician from filing a grievance under provisions of

this contract.
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ARTICLE 16

Reductior In Force

16-1. General:

The Adjutant General is responsible for implementing a reduction in force.

16-2, Appropriate Arrangements:

Procedures relating to reduction in force will be governed by Public Law 95-454, TPR 351 dated
22 NOV 1993, and this article. The Adjutant General in recognizing £he responsibility of the |
Labor Organization to represent the bargaining unit, agrees to negotiate appropriate arrangeménts
for the bargaining unit personnel adversely effected by implementation of this article.

16-3. Definifions:

1. Reduction-in-Force (RIF): A RIF occurs when a Employee is released from a competitive
}6\}8] by separation, change‘to lower grade, furlough for more than 30 days, or rea_ssigl}ment
involving displacement of another Empiojee, due to lack of work or funds, reorganization,
reclassification due to change of duties, or the need to make a place for a person exercising

reemployment or restoration rights, requires the agency to release the Employee.

2. Competitive Areas: The area within which Technicians compete for retention and receive
placement offers. A competitive area may be defined in terms of organizaﬁons and/or
geograpliicai location. It may be restricted to the commuting area or one organization or expanded
to cover the entire state. The area may include both the ARNG and ANG or be restricted to one

service. The competitive area should be identified durihg advanced planning for RIF.
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3. Competitive Levelg

a. A competitive level consists of all (DS) positions within a competitive area, which are in’thé
same grade, same service {(dual status or non—dual_status (NDS)) and are so alike in qualification
requirements, duties, and responsibilities that the incumbents can be moved from one positidn to
another without undue interraption to the work program.

b. Supervisory positions will ﬁot be placed in the same competitive level as bargajhing unit
Technicians.

¢. Non-Technicians \%fill not compete with bargaining unit Technicians for bargaining units

positions.

4. Tenure Groups: Technicians are divided into three (3) tenure groups:
| a. Group I-Technicians under permanent appointments that are not serving on probation or
tn'al_ periods.
b. Greoup I -Technisiaﬁs serving on probation or triat periods.
¢. Group Hi- Technicians who have beeﬁ given indefinite appointments in dual status.

5.  Retention Registers:

a. A list of competing Technicians, within a ce;npetitive level in descending order.

b. Techniéians. are listed in descending order, within their competitive lgvels, startiﬁg with -tﬁe |
Employee with the most points. They shall be classified :on a retention register on the basis of their
tenure of employment, length of service, performance appraisal score in descending order as
follows.

(1) Tenure Group I, Group II, Group I
{2) Within each group, add the points obtained in below (1) and (2) for a RIF score:

(a) The average score of the last three (3) official performance appraisals:
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Unsatisfactory equals zero points; Fully Satisfactory equals four (4) points; and Outstanding. equals
eight (8) points.
(b) One (1) point for each year éf the Service Computatiog Date (SCD).
¢. RIF actions would be performed on the lowest scores ﬁ"ém this OMIL..
d. The tiebreaker will be the Employee with the earliest Technician Service Date.

e. (VERA) Veluntary Early Retirement Act AVSIP ) Voluntary Separation Incentive

Program_(Buyout): Prior to issuing written notices, VERA/VSIP shall be sought among the

bargaining unit within the competitive level to reduce the overall impact.

16-4. HRO Responsibilities:

1. When the Agency is notified of a Reduction in Force, it will immediately notify the L.O to
explain the need for a RIF. The parties will then negotiate the apprdpﬁate arrangements and
accommod.ation procedures to be used.

. 2. Ifa general notice is issued, it will be issued as far in advance as possible. When a genﬁrai
notice is issued it will contain as a minimum:

a. The established agreed to competitive area.

b. The established date appraisals are to be/have been frozen. Once authority for a reduction in
force has been received, recelpt of a new perfonnance appraisal will not affect the Techmcxans
standing in the current reduction in force.

¢. The date personnel actions are frozen, i.e. reassignments, promotions, hiring, etc. -

d. POC for program counseling, |

¢. Established date and times for appropriate separation briefings, etc.

3. Screen the manning document to determine if vacancies exist that may be used for placement
action,
4, Ijevelop a placement program to include utilization of agency vacancies and contact with other

states, local federal activities, local government and private employers.
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5. A separate written notice will be given to each affected Technicians, no later than 60 days prior

to the effective date of the action. This notice will state specific actions and known alternatives to

be offered to the individual. The following information, as applicable, is to be included when
preparing a specific notice of reduction in force.

a. Reason for the reduction.

b. Specific action to take place (e.g., separation, furlough oﬁ'ér of change to lower grade, etc.).

c. Title, grade, and salary of current position.
d Competitive area and competitive level designated.
e. Service computation date, Employee service date, and retention rating.
f. The position tiﬂe, grade, salary, compatibility, and location of any position offer or the
reason ﬁrhy no offer can be made. Also, include the military requirements.
g. Reasons for any exceptions to fetention order.
h. Effective date of proposed RIF {cther than 15 December through 3 January).
i. Where the Employee may review retention registers ancii{ff‘ regulations aﬂd fhe HRO
persbnne} specialist to contact for information. H
j. Appeal rights, how to file them and any time limits imposed.
k. A clear explanation of the technicians grade and/or pay retention entitlement.
I Severance pay eligibility.
m. Placement information and eligibility for reecmployvment priority list.

n. Discontinued service retirement eligibility.

0. A request for the Employee to acknowledge receipt of the notice and to accept or decline |

any offer.
16-5. Piacement Action:
1. The Agency will take positivé action to assist technicians effected by RIF or transfer of

function to be placed within the Tennessee National Guard.
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2. Placement assistance will also include contacts with other states, local federal activities, local
governmental private employers.
3. Reemployment Priority List. A reemployment priority list must be maintained for tenure groups
Tand Technicians separated in a RIF. Upon receipt of a specific notice of separation,
Technicians will be placed on this list, but only if they bave not declined an offer that preserves a
non-temporary, full-time position in their present grade or intervening grades, stép, or equivalent
sélary. Technicians will remain on this list for two (2) years, unless they decline in writing, accept
a full-time position, or decline the offer of a full-time position in the Federal Government.
16-6. Appeals: |

1. A competing Employee may appeal to the Adjutant General when he/she has received a specific
notice of reduction in force and he/she believes that the Agenéy incorrectly applied the provisions
of'this contract article, applicable la.ws_, rules and regulations.

4. An appeal may be submiited upon receipt of a specific notice but no later than thirty (é())
calendar dgys before the eﬁ‘ective date of the action. |

b. The appeal must be in writing and must include the following information: Name, SSN,
Pasition title, series and grade; pﬁsition description controf number (PDCN), and the place of
employment, N |

c. The appeal must clearly state the reason the Empioyee_rbelieves the action effecting him/her
is inappropriate and must show that the Agency failed to _com:piy with the RIF procedures outlined
in this Article {(e.g., msufficient notice, impropér tenure grouping, and errors in service
computation date).
2. Extension of Time Limit. The Adjutant General méy extend the appeal time limit when the
Employee indicates that he/she was not notified of a time limit and otherwise was not aware of it
or that circurnstances beyond his/her control prevented hinv/her from appealing within the time
limit.
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3. Decision on Appeal. The Adjutant General will issue éwritten decision and, where applicable,
dfrect the HRO to take any necessary corrective action. A copy of the decision stating what
- corrective action will be taken is then forwarded to the Employee. Thc decision of the Adjutant
General is final and there is no further Iight or appeal. A copy of the decision issued by the
Adjutant General will be furnished to all interested parties.
4. Corrective Action. The decision of the Adjutant General may require the HRO to take
corrective action as follows:

a. Correct the retention register.

b. Corred the Employee's specific notice.

¢. Restore the Employee to his’her former gradé/pay level or one of like seniority, status and
pay when the Employee was reduced or separated impropertly.

d. Reimburse the Employee for all pay lost as a result of ény improper RIF action.
5. When a Employee's appeal uncoﬁers an error that does not change the outcome of the RIF, the
Adjutant General will correct the error without reqairing f;estoration or recall of the Employee or

Technicians” involved.
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ARTICLE 17

Disciplinary And Adverse Actions
Section 17-1. Generai:
1. This article applies to matters of CONDUCT only; actions that relate to JOB
PERFORMANCE will be accomplished in accordance with the agency performance appraisal
system and contract moditications. The parties agree that discipline and adverse actions will be
based on just cause and be éonsistently applied equitably and promote the effictency of the-
Federal Service.

2. The parties recognize that there are two types of Employee actions that may be appropriate;

ie, informal action and formal action. Disciplinary action will be for the sole purpose of

'correcting offending Techrnicians and.probleh-l situations and maintaining discipline and morale
among othier Technicians. A supervisor should consider a closer degree of individual supervision
and/or wammgs to eﬁ‘"ect corrective action pnor to undertaking a format dlsmplmarv action.

3. In arder to be eﬂ‘cctwe constructive discipline must be timely Biscxp!mary action must be
mmated within 2 reasonable perxod c}f time aﬂer the offense becomes knmm to the individual’s

)supemsor

L. This type of action will consist of & coﬁnseﬁng int‘érviéw with the Employee by his/he?
éupervisor. ’fhe Employee will be advised df the specific infraction or breach of conduct and
exactly when it occurred. The Employee will have a labor organization representative present if
desired, and supervisors will advise the Technicians of this right prior to thé interview.

2. Counseling/Waming interviews will be recorded in pencil (date/subject) on the NGB Form
904- i/Supewisors Brief. The counseling/warning may not be retained longer than three (3)

months, unless related to a recurring problem.
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3. To protect the confidentiality of the records (NGB Form 004-1) and to preserve the privacy of
the individual, recérds will be maintained at the lowest level of supervision excluded

from the bargaining unit and access will be'li.mited to management/Technicians concerned and
individuals to whom the Employee has given written permission.

4. An appeal of an counseling/warning interview may be made through the negotiated grievance
procedure. A successful appeal could cause any record of the counseling to be deleted.

Section 17-3. Formal Disciplinary Action:

" 1. Formal disciplinary action consist of oral admonishments, written reprimands, suspensions,
reducﬁo'ns in grade, and removals. Even though these actions constitute formal discipline, only
suspengion, reduction in grade and removal actions are considered adverse actions since they
affect the pay of a Employes. |
2. Before disciplining a Exﬁployee, the supervisor will gather all available facis and discuss them
with the Employee, informing the Employee of the reason for the investigation. After
considering the Employee's response, the s_uperviser wiill then advise the Employee if the |
discussion resolved the matter. If an oral admonishment or i‘etter of reprimand is decided upon
the felioﬁing procedure will apply.
a. An oral admonishment

(1) Is a disciplinary action that notifies a Employee to desist from a certain cousse of
action. The supervisor will describe the éffense- in sufficient detail to enable the Employce to
understand why the admonishment is necessary. The Employee may have a Labor Organization
representative if so desirgd. The supervisor will advise the Employee of this right prior to the
questioning and presentation of the admonishment.

(2) Oral admonishments will be recorded in pencil (date/subject) on the NGB
904-1/Supervisors Brief. The Admonishment may not be retained longer than six (6) months,
unless related to a recurring problem. |
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(3) In order to protect the confidentiality of the records (NGB Form 904-1), and to

preserve the privacf,z of the individual, records will be maintained at the lowest level of
supervision excluded form the bargaining unit and access will be limited to
management/Technicians concerned and individuals to whom the Employee has given Wntten
permission, |

b. Written reprimand will:

(1) Normally be signed by the appropriate supervisor and coordinated with HRO for
contract and regulatory compliance.

(2) The Employee may have a Labor Organization representative if so desired. The
supaMsor will advise the Employee of this right prior to the questioning and presentation of the
letter of reprimand.

(3) Describe the offense in sufficient detail to enable the Employee to understand why the
reprimand is necessary.

(4) toform the Employee that the letter will be filed as a temporary document in the
Official Personne! Folder (OPF ) until a specific date. Retention period may not exceed twelve
(12) months.

C. An appeal of an oral admonishment or a letter of reprimand may be made through the
negﬁﬁated grievance procedure. A successful appeal could cause the'action to be withdrawn and
any record of the action to be deleted.

d. If adverse action is decided upon the procedure in Article 174 applies.

Section 17-4. Adverse Actions:
1. Adverse Action is an administrative action that results iﬁ removal, suspension, or reduction i;n

grade or denial of within-grade increase of any Employee.
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a. There must be a reason for taking adverse action; that reason is commonty referred to as a
"camse” and is defined as "an offense against the Agency/Emfioyee relationship.” What
constitutes a “c?.use“ is a decision that must be made on the merits of each situation.

b. Having a "cause” is not. safficient to. warrant an adverse action. Management must also
conclude that taking an adverse action will promote the efficiency of the service. This is done by
establishing a relationship getween the "causc‘* and its impact or effect upon the efficiency of the
service (i.e., the Empioyee‘sability to perform his duties, the agency's ability to fulfill its
mission, etc.).

2 Adverse actions will not be initiated by any supervisor without consulting with the Reviewing
Official and obtaining approval of the HRO before issuing a proi)osed_adverseacﬁon and

oriéinal decision.

The following, as required by agency regulation TPR 752 will be the sequence of events for an
adverse action:

a. Technicians will be given at least a thirty (30} day notice of proposed adverse action,
signed by the individual proposing the action. The Employee or the representative will be given
the opportunity to reply to the charges, in writing and/or in person, to the réviswing official.

b. The Employee will be given a Notice of Original Decision, signed i*;y the Reviewing
Official that will state the specific action being taken. The Notice of Original Decision wilt Ee
issued within twenty (20} days of employee’s response or after the reply period has ended. Upon
receipt of the decision the Employee has twenty (20) days to file for an appellant review by the
Adjutant General or an Administrative Hearing conducted by a National Guard hearing
examiner, but not both.

(1) Technicians requesting an appeal shall state their dissatisfaction and include with the
appeal any proof or other supportive documents. The appeal letter will also include whether or
not the individual requests representation.
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(2) If the Employee requests a heanng, the HRO will submit a written request to NGB for
a list of examiners from which the Adjutant General may make a selection. A letter will be sent
advising the appellant of the name of the hearing examiner. The hearing will be before the
selected hearing examiner who will provide a recommendation to The Adjutant General, within
forty-five days of the close of hearing. The Adjutant General will consider the recommendation
when making the final decision. The Adjutant General will issue his decision wiﬂziﬁ fifleen (15)
days of receiving the hearing examiners decision._ The hearing examiners per diem and travel
expenses will be paid by the Agency.

(3) An adverse action will be carried out if there is no appeal to the action or the appeal
procedure has been exhausted and the action upheld in accordance with 32 1jSC 709(5) and (6).

(4) Inthe event of a disciplinary suspensioﬁ or removal, the appellant will exhanst the
review provisions provided for in TPR 752 before the suspension or removal is effectuated, and
the Employee may, at management’s dzscretlcn, remain in a pay status until a final determination
is rendered. TPR 752 Section 2-6 states:

"The fact that an adverse action is being processed does mot itself mean that the
Employee should not be allowed to contmue pcrfomnng his/her normaal duties. If however, there
is reason to keep the Employee away from his/her normal duties, management may detail the
Einpioyee to other duties or, if necessary, indefinitely suspend the Employee. NOTE: There must
be some event that will bring an indefinite suspension to an end, and that event must be
explained in the proposed adverse action notice. When management determines that the
Employee's presence at the worksite may not be in the Government's best i Interest, the Employee
may be placed in a non-duty pay status for all or part of the time it tales to process the action.”
Section 17-5, Representation:

1. Prior to discussions that may lead to any of the above disciplinary or é{iverse actions, the
supervisor will notify the Employee of the right to labor organization representation. If the
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Employee acéepts representation, no further questioning will take place until the representative is
present. If the Employee chooses not to have representation that waiver must bein writing. The
labor organization will be served a copy of this waiver. |

2. An investigatory interview will, if representation is requested, be delayed for a reasonable
amount of time until the Employee’s representatiqn can be present;

3. A technician has the right to remain silent and may refuse to give a written statement until 2
representative is present, or representation has been declined in accordance with article Section
5a above and Article 3.

Section 17-6. Records:

1. All written documents/evidence which .will be used -by the supervisor/Agency, which alleges
infractions, tardiness and .th.e like, will not be used in proceedings against the Employee unless

~ disclosed five (5) workdéys prior to the appeals hearing.

2. No written entry will be mage_ inan Employee's files concerning disciplinary mafters without
the knoWledge of the Employee. The Employee will initial the entry. The Employee's initials
acknowledge that the Employee KNOWS that an entry was made, but in-no circumstance may

initialing the entry be considered as an agreement with the entry or an admission of guikt.
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| ARTICLE 18

Federal Employee Compensation Act
Section 18-1. Technicians are entitled to benefits under Federal Employee Compensation Act
(FECA) under Titles 5 and 18 of the USC.
Section 18-2. Tt is agreed that an Employee must submit a written notice of injury to his
immediate supervisor immediately, but in no case not later than thirty (30) days after an
on-the-job injury. An injured Employee will be required to file a written claim for disability
compensation within three (3) years after the injury before he may be paid compensation,
Section 18-3. The time requirements of Section 2 may be waived provided there is a reasonable
acceptable cause given.
Section_18-4. An Employee injured on the job will be placed on administrative leave for the
reméinder of the day on which the injury was sustained. If the Employee is unable to continue
work because of an on-the-job injury, he/she or someone acting on his/her behalf must file a
CA 1 within two (2) working days to be placed on administrative leave for up to foriy-five (45)
days if he/she: has a traumatic disabling injury. He/she may elect to be placed on sick leave, |
anmual leave or leave without pay while the claim is awaiting adjudication by Bureau of
Technicians' Compensation, U.S. Department of Labor. If the determination is made the injury
resuits in tempérary total disability, the Empléyec may elect to take sick leave or annual leave, or
both, to avoid possible interruption of income. If he/she does, and his/her claim for compensation
is subsequently ap;iroved, he/she may axfangé to buy back the leave used and have it reinstated
to his/her account, and receives compensation from the Bureau of Technicians' Compensation in
accordance with applicable regulation. The compensation to which he/she is entitled would pay a.

part of the buy-back cost and the Employee would have to pajf the balance.
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Section 18-5, Upon employment Technicians will be informed of their rights and benefits under
the Federal Technicians Compensation Program.
Section 18-6, When an Employee suffers an industrial iliness, or is injured in the performance of
histher duties, the Agency will provide cos.mseliﬁg through his’her supervisor and the HRO with
regard to the rights and benefits of the Employee under the Federal Technicians Compensation
Program.
‘Section 18-7. An Employee's injury compensation file will be available fbr review bj( the
Employee or histher representative upon specific release by the Employec and subject to

restrictions regarding the disclosure of medical information.
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ARTICLE 19

SECTION 1. PURPOSE:

This article is intended to define a mutuaily accepted and agreed upon procedure for resclution
of grieveable issues presented by the technician, LO, and management. These procedures will
clearly define the process to be used in reaching a swift and fair resolution. The terms and
conditions of this Labor Management Agreerhent and this a:rticle do 1:101; apply to technicians or
positions outside the bargaining unit.

SECTION 2. GENERAL:

Civilian Technicians within the bargaining unit are required to use this agreed to grievance
procedure as the sole means of resolving all complaiﬁts covered by this article. The t_echnician
retaias the right to request Labor Organization represéntation in- the grievance procedﬁfé orto
decline such representation. If the technician choéses not to have representation, that waiver
must be in writing. The Labor Organization will be sérved a copy of this v%aix?er. However, the
Labor Orgaﬁzation will be given the opportunity to have a.representative present during all
grievance proceedings to ensure that the adjustments of the grievance are not inconsistent with
the terms of this agreement, A grievance will be formally presented normally not Iater than forty-
five (45) working dajfs after the incident took; place or the individual becomes aware of the
events that qonsti_tute the grievance, which ever is later. Hither party 'may seek interpretation of
. the meaning or intent of fhe agreement from representatives of the negotiating teams,

SECTION 3. DEFINITIONS:

A grievance is;
a. Any complaint by which any technician, concerning any matter relating to the

employment of the technician.
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b. Any complaint by the labor organization, concerning any matter relating to the
employment of any technician.
c. Aﬂy complaint by any technician, the labor organization, or agency concerning:
(1) The effect of interpretation, or a claim of breach, of the collective bargaining
agreement, or |
(2) Any claimed violéiion, misinterpretation, or misapplication of any law, rule of
regulation aﬁ'ecting conditions of employment.

SECTION 4. REPRESENTATION:

The labor organization is assured the right to represent itseif and/or each and any technician in
the bargaining unit in the presentation and processing of any grievance.

SECTION 5. EXCLUSIONS:

The negotiated grievance procedure contained in thig article does not apply with respect to any
grievance concerning the following matters which are expressly excluded from this grievance
and arbitration procedure: ,

a. Any claimed violation of subchapter 111 of chapter 73 of Titlé 5U. S. C. relating to
prehibited

political activities {(Hatch Act Violations).

b. Reﬁrement, life insurance, or health insurance. -

e A suspeﬁsion or removal under Paragraph 7532 of Title 5 U. S. C. (National Security)

d. Any exa,mination, cerfification, or appointment; or

e. The classification of any position which does not result in the feduction in grade or pay
of a technician.

f. The provisions of 32U. 8. C. 7(}9&) are-express.‘Iy excluded from the grievance and

arbitration procedure.
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g£. Non-selection for appointment or promotion from among properly rénked and certified
candidates for promotion. |
h. Ao EEO compliant.
i. Re-employment rights, examination he&ing;, restoration afier military service,
position classification, positio_n requirements and rﬁilitary related matters.

SECTION 6. EXCLUSIVE PROCEDURE:

The employer and the Labor Organization agree that the negotiated procedure is the exclusive
procedure available to the Labor'Orga:ﬁzation the technician(s) in the bargaining unit for
processing of any grievance.

SECTION 7. TECHNICIAN RIGHTS:

reprisal.

SECTION 8. GRIEVANCE FILE:

A grievance file will be maintained by the BRO.

SECTION 9, PRESENTING A GRIEVANCE:

a. A grievance mﬁst_be presented using the agreed to grievance form which is included as part
of this article. |

b. The labor organization has the right, on its own behalf or on the behalf of the bargaining unit

technician(s), to present and process grievances.



of this Agreement. In this instance, the approptiate supervisor or manager involved will notify
the Labor Organization of grievance proceedings and inform them of the time and place of such
proceedings. The point of contact will be a chapter officer.

SECTION 16, OFFICIAL TIME:

A reasonable amount of official time, without cha.fge to leave, will be afforded in accordance
with the following:

a. To the technician fo discuss, informally, with his/her first line Supervisor and/or their
labor erganiz;ation representative, any dissatisfaction the technician may have.

b. To a labor organization i'ebres'entative to discuss informally or formally with the
appropriate management official any complaint the labor organization may have concerning
matters under this agreement.

¢. To the technician and the designated labor organization representative for preparing

and presenting the grievance at all levels.

SECTION 11, TECHNICIAN GRIEVANCE:

a. It is agreed that s;eﬁing of problems may be accomplished verbatly before becoming
formal. At this informal stage, the technician and the representative should meet with the
supervisor / manager concerned and attempt 1o resolve the issue(s) that caused the grievance.
This step is encouraged by both the empléyer and the Labor Organization.

b. If a settlement canniot verbally be agreed to, the formal procedure will be utiized: . |

SECTION 12. FORMAL GRIEVANCE:

The griévant will in this step reduce his/her grievance to writing, utilizing the agreed to form
within fifteen (15) calendar days from the termination of the informal process. The written
grievance will inciude a detailed statement of the problem, a clear statement of the remedial
action or relief sought, and the signature of the technician and his/her designated Labor

Organization representative if he/she so chooses one. The Position Management Officer {(PMO)
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will provide a determination of settlement, in writing, to the individual and the Labor
Organization within fifteen (_15) calendar days.

If the Grievant is dissatisfied with the settlement offered at step one, an appeal rﬁay be made to
the Adjutant General within fifteen (15) calendar days. TAG will render a decision in writing
within fifteen (15) calendar days to the Grievant and the Labor Organization. |

2. Labor Organization initiated grievances will name the PMO as respondent. The

Labor Organization agrees to consider an attempt to informally resolve the grievance at

an appropriate level prior to formal presentation.

b. The following pr;};:edures will be utilized .for all Labor Organization grievances.
The grievance will be prepared in writing and submitted to the PMO. The eveni(s) leading to the
griévance will be discussed with the PMO at the time of the pre#eﬁtation of the grievance. An
infofmation copy of the grievance as received will be forwarded to the HRO. The PMO wili |
provide a decfsion, in writing, within fiﬁeen (15} calendar days, to the Labor Organization
Chapter President.
If the Labor Organization is dissatistied with the decision of the PMO an appeal will be
forwarded to the Adjutant General within fifieen (15) calendar days. If TAG does not sustain the
_ grievance, the reason(s) in writing will be provided to the Labor Organization within fifteen (15)
calendar days.

SECTION 14. RIGHT TO INFORMATION:

Upon written request and subject to law, rule or regulation management will supply the Labor
Organization with any investigation reports and/or documents used in the original action when
denying a grievance. This is to insure the Labor Organization has all the necessary information

for a determination to invoke or not invoke the provisions of section 15 below.

SECTION 15. ARBITRATION PROCEDURES:
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a. Arbitration may be used to settle unresolved grievances.

b. Only the labor organization or the employer may invoke the provisions of this
section. |

c. If either party questions the arbitrability of a matter because of alleged conflicts with

 applicable existing law or circumstance(s), the arbitrator will simultaneously hear

the question of arbitrability and the merit(s) of the case. The arbitrator will then rule on the
question of arbitrability and when applicable, the subsequent question(s) on the merits of the
case.

d. The decision to invoke arbitration must be submitted to the other party within ten (10)

workdays of the date of the final decision of the grievance.

SECTION 16. ARBITRATOR SELECTION:
When arbltratwn is invoked, the party invoking arbztratmn may request a list of seven arbltrators
from the Federal Mediation and Conciliation Service (FMCS) and concurrently inform the other
party of its intent. Within seven (7) working days of receiving the list, both parties shall meet fo
select an arbitrator. If agreement cannot be reached regarding the selection of an arbitrator, then
the parties will alternately strike fhe names from the list until only one (1) name remains. The in-
dividual's name remaining will be duly selected to hear the grievance. The pa,rties agree that if
the selected arbitrator is unavailable to hear the grievance within thizty' (30) days the parties ma§
select a new arbitrator Lising the above procedures. If either party fails to participate in the
selection process, the arbitration action will proceed ﬁth the requesting / remaining party ac-.
complishing the selection. If either party should refuse to participate in the hearing, an expaﬁe

| hearing may be held.

NOTE: If the chosen arbitrator cannot hear the case - within thirty (30) days the intent of this

Section is to allow the parties to select from the remaining names on the list or request a list of
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seven additional names.

SECTION 17. ARBITRATION EXPENSES:

Total expenses incurred for the arbitration will be shared equally by the employer and the Labor
Organization.

SECTION 18. DATE AND LOCATION:

The arbitration hearing shall be held on a date and at a location mutually agreed upon by the
parties.

SECTION 19. FLRA EXCEPTIONS:

The parties understand the Federal Labor Relation Authority has promulgated regulations
providing for filing of exceptions to an arbitrator’s awar&. The period for filing of exceptions is
not fater than thirty (30) days from the date the award is served on the parties. The date of servipe
is the date the arbitration award is deposited in the U.S. mail or is delivered in persén.. Itis
understood that if no exceptions to an award are filed during this thirty (30) day period, the
award shall be final, binding and effective én the thirty first (31st) day.

SECTION 26, COMPLIANCE:

Certificate of compﬁancc with the decision of the arbitrator, to include corrective action where

appropriate, shall be provided to the other party as soon as practical.
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GRIEVANCE FORM

1. DATE: . 2.NAME 3. POSITION:

4. SHOP/OFFICE: ' 5. DUTY PHONE:
s.ﬁoms ADDRESS: | 6. HOME PHONE:

ls. GRIEVANCE PRESENTED T0: | | 9. DATE OF INCIDENT:

10. CONTRACT /LAW / REGULATIONS ALLEGEDLY VIOLATED: (or ofhers is required)

11. DETAILS GF GRIEVANCE (Attach separafe sheet(s) if required. State in detail the incident or action on swhich

this grievance is based providing name(s), date(s), location(s), witnesses as applicable.)

12. SPECIFIC RELIEF REQUESTED (Attach separaie sheet(s) if required)

13. LABOR ORGANIZATION 14. LABOR ORGANIZATION KOT
REPRESENTING ' . REPRESENTING
Grievant Signatore : Grievant Signatse

- *Labgr Organiration nge* 7
15. GRIEVANCE STEP (Initiat Step, date and attach previous decision)
Step 1 Date _ Step 2 _ : Date

Invoke Arbitration: Ves Date No Date

16: REPRESENTATIVE(S) PRINTED NAME: (i abor Organization Official or Other)

17. RECORD OF RECEIPT (Management Official at each step — signature and date)

Step 1 Date
Step 2 _ Date
Invoke Arbitration Date -
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ARTICLE 20
BETAILS

Section 20-1. Temp orary Assisnment: A detail is the temporary assignment of a technician to

a different position for a specified permd Detazlmg to posﬁwns or work assignments requiring
higher or dlfferent skills will be based on valid need as determined by appropriate authority and
will be consonant with appropriate regulations, with the technician returning to his/her regular
assignment at the conclusion of the detail

Section 20-2, Manpower a ges: The detail method may be used to meet agency needs

occasioned by such factors as abnortal workload, changes in mission or organization, or
unanticipated absences, pending authorization and classification of new positions or other types

of manpower needs that cannot be met by normal personnel replacement actions,

Section 20-3, Temporai ¥ Promotion: An technician temporarily placed in 2 higher graded

position for more than thirty (30} days will be temnporarily promoted and paid commensurate
with the position provided he/she is qualified for the higher grade. Temporaty promotions of one
hundred twenty {120) days or more Wiil be based on competitive procedures.

ion: The detail procedure will not become a device to aff&rd some

technician an undue Gpportumiy to gain qualifying experience mﬂess the detailed technician was
selected through merit promotion procedures,

Section 20-5. Personnel Actions: All details will be reported on the appropriate forms and

maintained as a record in the Official Personnel Folder. In turn, the technician wiil be provided a
copy of the SF 50/52 effecting such detail,

Section _, Technicians must also be aware that from time to time, they

may be required to perform duties other than those reflected as principle dutles Consequently,

posztzon descriptions contain a statement “performs other duties as assigned”. These assignments
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should be reasonably related to the technician’s. position and/or qualifications. However, 2
technician may be assigned to unrelated additional duties when this assignment is necessary to
appropriately accomplish the mission. Distribution of additional duties will be made among
technicians of a particular skill in an equitable manner as determined by the supervisor to cause
the least dismpﬁon of work an& the least interruption to the mission. In no case will additional
duties be assigned a technician as punishment.

Section 20-7, Management will in their best judgment ensure the assignment of extra duties is
done in a fair a,nc_l equitable manner. Consideration shall be given to excusing a technician from

an asSigned extra duty if a qualified volunteer is available.
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ARTICLE 21
Job Bescriptions - |
Section 21-1. JoB Deseription Change: Whenever formal action is initiated locally to
significantly modify the job description of any position in the bargaining unit fhat could result in
a grade change, the proposed changed job description will be submitted to the Labor
- Organization. |

Section 21-2. Job Classification Complaints and Appeals: Any Employee in the bargaining

unit who feels that he/she is performing duties outside the scope of their job description that may
affect classification, may request, through the immediate supervisor, that the job description be
reviewed. The Agency shall conduct an audit of the Employee 5 dutles and responsibilities to
determme the proper description. During the audit, the Agency's representative shall discuss the
audit with the Employee and superviser. Upon completion of the audit, the finding shall be .
discussed with the Employee. If a satisfactory solution to the Employee's complaint. is not
reached, the Empﬁdyee may proceed as fo!lbws:

a. I the duties and responmbxhties outlined in the job dcscrlptmnj are not correct in
accordance with the position description, the Employee may file a grievance under the n@gotzated
grievance procedures to have the position description corrected.

b. If the position descrnptlon is correct and the c:}asmﬁcanon 13 not correct, the Employee may
appeal the classification as follows:

¢. Wage Grade Technicians may appeal their grade t.hfough the agency or the Office of
Personnel Management .(_OPM). If the agency's decision is not favorable, it may then be taken to
OPM. |

d. General Schedule Technicians may appeal their grade through the agency or the Office of
Personnei Management (OPM). If the agency's decision is not favorable, it may then be taken to

OPM.
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ARTICLE 22

Urientation of New Technicians

Section 22-1. All new Technicians shall be informed by the Agency that the Labor Organizatién

is the exclusive representative of Technicians in the bargaining unit. Ea;.ch new Employee shall
- receive a copy of this Agreement from the Agency, together with a list of the officers and
representatives of the Labor Organization, provided this list is firrnished by the Labor
Organization.

Section 22-2. The Steward that represents a newly hired Employee shall meet with hiro/her
within two (2) weeks of hire, to brief new 'Tecl}nicians on labor/management agreement during

normal duty hours, normally not to exceed thirty (30) minutes. |
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ARTICLE 23
Incentive Awards

Section 23-1, The Labor Organization will be given an opportunity in planning the suggestion

- program, stimulating participation in ai)prising the Technicians of the State Incentive Awards
Program.

Section 23-2. The State Incentive Awards Committee ﬁviﬂ, within its limits, assure prompt
processing and just adnﬁnistrative appraisals of all suggestions submitted under the State
Incentive Awards program. The State Incenti\}e program will be administered in accordance with
locally published supplemem(s). |

Section 23-3. All Incentive Awards shall be administered in a fair and equifabie manner.
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ARTICLE 24
Services and Facilities

Section 24-1. Bulletin Boards: The Labor Organization will be provided bulletin board space in

all facilities and they will be specifically designated for Labor Organization use only. Labor
Organization will post a list of elected Labor Organization Officials and work numbers in all
work areas. ltems placed on such bulletin boards wili be kept in an orderly manner.

Section 24-2. Internal Distribution: The internal distribution mail system may be used by the

Labor Organization under the following conditions:
a. The utilization of the internal distribution system must not violate any law or regulation;
b. Material to be distributed will be placed in an appropriate receptacle provided by the Labor

Organization for that purpose.

Section 24-3. Break Areas: Break areas will be provided in facilities where space is available.

Section 24-4. Office Space;

1. The Labor Srgmi;mtiqn will be provided gﬁiéc space, for exclusive use by the Labor
Organization, where it may keep files, where its Executive Council may meet during non-duty
hours and where individual grievances can be heard during the normal workday. The size,
Jocatien, and conditions of usage will be determined by mutual agreement. Furnishings presently
in existing Labor Organization office shall continﬁe to be made available for the use of the Labor
Organization. |

2. Other space will be made available, where practical, for larger meetings of the Labor
Orga,ﬁization that may be attended by personnel not on duty. The Labor Organization normally
will request use of this space three (3} days prior to expected date .of usage. |

3. At the option of the Labor Organization, commercial telephones maybe installed in the Labor
Qrganizaﬁon office and the Labor Organization President's piacé of work. All cost shall be borne

by the Labor Organization.
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S;ecti'on 24-5. List: Agency agrees to furnish to the Labor Organizatibn at least monthly, an up-

~ to-date list of each’ Employee in the Unit reflecting name, positic;n title and number, and official
duty station at no cost to the Labor Organization. |

| Section 24-6. Policy: The Agency agrees to make available to the Labor Organization and
Technicians OPM publications such as the Federal Personnel Manual (FPM), FPM Supplements,
and Classification Standards. The Agency will provide the Labor Organization with one.( 1} copy
of ail current and future agency and activity policy directives, regulations, etc., relating to Labor
Organization Technicians and their fvorking environment and one (1) copy of all agency and/or
activity instructions or reports appropriate to affecting the Labor-Management Relations _
Program. The Agency agrees to p-lacerthe- Labor Organization on distribution for all pertinent
Employee Personnel Regulations and assure that additional policies and directives of the
agencies (NGB and OPM) are made available during normal duty hours.

Sectien 24-7. Access to copy machines shall Se mﬁde available to appropriate Labor
Organization representatives when it does not interfere with normal operatigns.' This pmvisién

does not include internal Labor Organization business.

Section 24-8. Communication: Telephone service will be provided by the Agenéy. The Labor

Organization is responsible for its own long distance calls outside the state.
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ARTICLE 25

Wage Surveys
Section_25-1. The Agency recognized the value of the contributions that can be made by it's
Technicians in developing wage policies and in conducting wage surveys, and will continue to
seek the benefits which accrué from keeping the Technicians informed on wage matters.
Opportunity will be afforded the Labor Organization to makt—; comments, suggestibns, and
recommendations pursuant to the development of wage policy.
Section 25—2. The Agency agrees to notify the Labor Organization after receipt of a notification
of a pending ﬁvage survey from DOD.
Section 25-3. When requested to do so by the Area Wage Survey Committes, the Agency will
notify the Labor Organization and the Labor Organization will nominate Labor Organization
representatives to serve as data collectors of the Area Wage Survey Committee on the basis of
their qualifications to assist in the collection of wage data. It is agreed that due consideration will
be given to selecting bargaining unit members who have a job experience and who mest the
necessary qualifications as data collectors, outlined in the National Guard Bureau instructions.
Section 25-4. In the event the Teﬁnessec MNational Guard is not the Lead Agency, representatives
of the Labor Organization shall, in any event, be afforded time to meet with and discuss overail

survey concerns with personnel conducting the survey.
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ARTICLE 26
Environmental Differentiai/fMazard Duty Pay
 Section 26-1, The agency and Labor Organization should have as its objective the elimination or
reduction to the lowest level possible of all hazards, physical hardships, and working conditibns
of an unusually severe nature. Then the agency action does not overcome the unusually severe
nature of the hazard, physical hardships, or working conditions, environmental differential/
- hazardous duty pay may be authorized.
Section 26-2. Premium and differential paf shall be paid in accordance with applicable Law,
Rule, ér Regulation and this agreement (i.e. -~ 5 CFR 532.51 1.

Section 26-3. Nothing in this section shall preclude technicians from submitting, through the L.O

representative or supervisor, work situations which could be considered by the EDP committee.
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ARTICLE 27

PRINTING of CONTRACT

Section 27-1. The Employer shall bear the expense and make prompt distribution of copies of
this Agreement, and any Amendments to this Agreement, to all technicians in the bargaining
unit, and to any new employee thereto. In addition, ﬁﬁy (50) copies shall be ﬁ.lrﬁished to the

Labor Organization. These copies will be furnished at no cost to the Labor Organization.

Section 27-2. The Employer and the Labor Organization shail agree to any art work on the cover
of the contract prior to printing. The contract will be printed on the eight and one half (8 14) by

eleven (11) inch paper.
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_ ARTICLE 28 .
PERFORMANCE STANDARDS AND EVALUATION

Seciion 28-1. RESPONSIBIEITIES: The Agency and the Labor Organiz_ation recognize the
vital nature of the performance appraisals/evaluation systems to the entire bargaining unit ﬁvork
force. The effectiveness of the performance/evaluatior_l system is combined responsibility of
each technician and their supervisor. Performance appraisals shall be related to the duties, as set
forth in the position description and will be based on performance. Ttems of 2 disciplinary nature
that do not relate to the technician’s performance will not be addressed as part of the
performance appraisal.

Section 28-2. APPRAISAL PERIOD:

a. Technicians will be given a performance appraisal annually the month following the
birth month. |

b. A minimum of 120 days supervision is required before an appraisaj can be rendered.

¢. When a major change (a change in any critical @léﬁlent} to the performance plan
occurs within 120 days before the anniversary date, the réting period may be extended to
accommodate the 120-day requirement.

d. An official performance-appraisal will be issued when there is a change in the
immediate supervisor or transf’eniﬁg to another positixm provided there are fewer than 120 days
remaining in the appraisal period.

Section 28-3. RESPONSIBILITIES (SUPERVISORS): Will meet with each technician

within 30 days of appointment to establish performance _standardsfcritical elements. The
performance standards will be developed fromi thé position description for the position in
question and will be based on the technician’s normal duties and responsibilities. The technician
will have the opportunity to provide input into the development of their performance

standards/critical elements.
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a. The supervisor refains the right to establish the performance standard for the position
‘and will ensure the standards are written to the appropriate level of performance.

b. Will, as a minimum meet semi-annually with cach bargaining unit technician to
provide progress reviews. The purpose of the meeting is to exchangé information concerning the
performance of the technician as compared to the established performance standards since the
time of the preceding review meeting. Additional questions that may arise relating to the
performance appraisal system may bé raised by the technician at any time. All progress review
sessions will be recorded on the technician’s NGB Form 904-1/Supervisors brief. The technician
will tnitial or sign where applicable to indicate that he/she is aware that the entry was made.

¢. A technician who has had a change of duties due to an injury on the job and covered
by Workman’s compensation in excess of thirty (30) dayé will have pérfonnance standards
developed and documented on the technicians NGB Form 904-1/8upervisors Brief. A
performance appraisal will only be initiated when the technician has been assigned these duties
in excess of 120 days,

Section 28-4 RESPONSIBILITIES ( TECHNICIANS): Will paﬁicipate in and provide input

in the development of performance standards and critical elements for their position.

a. Will advise their supervisor when there is a need to revise tﬁe performance standards
and critical elements af any time during the appraisal period.

b. May request to meet with their sﬁpervisor during the rating period to review their

performance ag comp&réd to the established standards.

Section 28-5. PROCEDURE:
a. The supervisor and technician will sign and date HRO Form 430-1 at the conclusion

of the appraisal. Critical elements will be identified on the appraisal form.
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b. Any job element rated unsuccessfizl will re(juire prior documentation to justify the
. rating. Unacceptable Performance for any critical job element requires remedial action and
denial of a within grade increase. It may be the ﬁasis for removal, reassignment or reduction in |
grade level of the technician. |
¢. The supervisor will complete the Performance Standard Form (HRO Form 430-1) for
the new rating period. The supervisor and technician will review the completed performance
standards that will cover the rating period if changed. The Supervisor will give a copy of the

completed Appraisal Form and the new Performance Standards to the technician.

Section 28-6. APPEALS: The appeal process will be IAW TPR 430.

OF LO OFFICIALS: The time spent away from the assigned job
by labor organization representatives in the performance of their representational duties should
not be taken into account when accomplishing a performance appraisal. Rather, the performance
appraisal should be based only on the performance of their officially assigned work. |

Section 78-8.

PERFORMANCE IMPROVEMENT PLAN (PTP): The Performance

Improvement _Plan will be implemented by the supérvisér when it becomes apparent that the
technician is performing their duties in an “unaccep{abie” manner in one {1) or more critical |
elements of the Performance Standards. The supervisor should not wait until the end of the

~ appraisal period to make the detemzin.ation that the technician’s performance is Unaéceptable.

a. The supervisor is responsible to provide an opportunity for the technician to-improve
the substandard performance by establishing a formal PIP. The PIP serves to notify a technician
of the need to improve performance, to identify specific performance deficiencies, and to
identify what must be done to improve performance.

b. The supervisor will develop a PIP for Unacceptable performance that addresses
especially the deficiencies of the technician. The PIP will cutline the methods, if appropriate,

and the subject area element needing improvement. Technicians will be assisted in improving
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areas of unacceptable perfofmance by proacﬁvé counseling and increased supervisory assistance,
additional training, ete.. The PIP will not run less than 30 working days @d wili normally not
exceed 90 working days.

¢. The technician (and his/her representative, if representation has been reqilested by the
. technician) will be advised that the technibian may be reassigned, reduced in grade or removed
from employment. Before initiating a reduction in grade or removing a technician for
unacceptable performance, consideration may be given to reassignment to another position for
which the technician is qualified.

- d. When the PIP is issued, consideration should also be given to advising the technician

of the Technician Assistance Program (TAP).

e. No action based on unacceptable performance may be taken until critical job elements
and performance standards have been identified in writing and the technician has been given a
copy of thosg standards, and the technician has been given an cpportunity to improve their -
performance. |

f. Upon the completion of the PIP, the supervisor shall inform the technician of either
sufficient improvement or failure to impréve 1o the Fully Successful_ level. Shouid a
determination be made to reduce in grade or remove from employment following the formal PIP,
a technician is entitled to:

{ 1). A'minimum 30 day advance written notice of the action to be taken °
(redgction in grade or removal), which identifies the critical job element(s) and documented
instances of unaccei)table performance on which the action is based. This is not a proposed
notice, but is to be considered as the final notice of action to be taken because the technician
would have previously been given adequate assistance and time to improve performance.
{2) ¥ a technician submits a request to their supervisor to change an unacceptable

performance appraisal, the supervisor will carefully review this information and advise the
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technician in writing whether the unacceptable performance appraisal was sustained or will be
changed. The technician has the right to grieve the unacceptable performance appraisal.

Section 28-9. TRIAL/PROBATIONARY PERIODS: The first vear of employment

constitutes the trail period. New technicians should be carefully observed and appraised dﬁring
the trial/probationary period to determine whether they have the qualities needed for permanent
government service. During this period, sﬁpewisors should provide specific training and
assistance to improve the teqhnician’s work performance if needed. For retention beyond the
trail/probationary period, the technician’s work performance must be minimally at the Fully
Successful level

a. If retention is not recommended, supporting documentation will be forwarded to the
HRO, \7;ih0 wiil then take the appropriate actioﬁ to remove the technician from Federal Service.
Initiation of a removal action may be taken at any time durihg the trial/probationary period.

b. A technician sery_ing a trial/probationary period is not to be given fm official |
performance appraisal until after completing the required 12 months of Federal Service. After
| completing the 12 mo.nths of service, he/she will be given an official performance rating in

accordance with the established rating period.
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ARTICLE 29
Tools and Equipment
The Agency agrees o provide tools and equipment ﬁgcessary for the accompiisﬁment of
individual shops and facilities missions and duties, as provided by current authorization

documents with input from the Labor Organization.
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ARTICLE 30
HOURS OF WORK AND TQOURS OF DUTY
Section 30-1 . Reference FPMS 990-2, Appendix B. (Flex tour)

Section 30-2. Authorized Workweek Schedules. The following schedules denote current

workweeks, as approved by The Adjutant General of Tennessee. The Adjutant General retains
the unfettered discretion to change or modify these basic workweeks for Technicians to include
* the possibility of an alternate work schedule for future use. The Agency recdgnizes his
‘responsibility to conduct impact and implementation‘bargaining, as prescribed by law, with
respect to changes in the work schedule. A situa.tioﬁ which imposes immediéte and unforeseen
work requirements as a result of natural phenomena or mission related circumstances beyénd the
Agency's reasonable control or ability to anticipate and is iﬁ accordance with 5 CFR 610.121 (a)
(1) is excluded from the seven {7) day notice requirement.
Section 30-3. Management agrees to provide a flex tour to better accomplish the unit's mission
within the following guidelines:
a. The parties have established tours of duty:
1. Flexible time band fmm_ 0600-18G0
2. Coretime 0930—‘1430 hours (includes meal period)

b. Work unit pre-selects arrival time with fixed schedule untif next bs»weeldy pay period.

c. If the Employee chooses to remain on the same flex schedule as the previous pay period,
ne notification needs to be given.

| d. Flexible work deviation: At the request of the Employee made at feast one day in advance,

management may approve an adjusted arrival time for the Employee.

e. Time off during a Employee's basic work requirement must be charged to the appropriate

leave category.
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Section 30-4. Managemént will consider requés’_ss from units and organizations for flexible work

schedules during daylight savings time.

Section 30-5. When a Employee has three consecutive non-workdays off and a holiday falls on
one of these non—Workdgys, the following rules shall apply in designating the workday as the “in
lieu of holiday” when the holiday falis on the Employee’s first or second ﬁon—workday, the |
preceding workday shall be dési gnated as the “in lieu of holiday”, and when the holiday falls on

the third non-workday, the next workday shall be designated as the “in lieu of holiday”.

Section 30-6_ Cleanup time; The Agency will allow 2 reasonable amount of time for
Technicians to cleanup immediate work areas, put away equipment and personal clean-up. The

time span will normatly not exceed 15 minutes.
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ARTICLE 31

Impact and Implementation (I&D) Bargaining

Section 31-1. Purpose: Prior to implemeﬁtation of an event that conld adversely effect the
working condition of one or more miembers of tﬁe bargaining unit, management will negotiate
with the Labor Organization (I&I) regarding the impact of the event(s). Such negotiations will
take place prior to- any announcement of the proposed management actlon, whlch could

adversely affect a bargaining unit member's condition of employment

opriate ing: Matters appropriate for negotiations

and consultation between the parties shall include, bit are not limited to personnel policies,

practice, and matters, which affect working conditions,

: Management agrees to.a personal

exchange between the Agency and a Labor Organization official, copies of appropna,te
reguiatlons/pohcms affecting working conditions for review prior to 1mp1ementation. Ifthe LO
. desires formal discussion concerning the contents, Mmanagement should be contacted within ten
(10} working days after receipt, to estabhsh a meeting time/place to discuss the matter.

Section 31-4. T

Igs.

1. Upon notification by the 1.0, management agrees to meet and confer within five {5) workdays
Or as agreed by mutual consent.
2. The Agency and the LO agree to render decisions on issues not resolved at the meefings,

unless it is within ten (10) working days mutaally agreed otherwise. _
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ARTICLE 32

Duration and Changes to Agreement

Section 32-1. Effective Date: The effective date of this agreement shall be execution by the
parties and approval by the Agency. Both dates will be made part of the égreemcm prior to

distribution.

Section 32-2, Agency App
1. The Agency. shall approve the agreement within thirty (30) days from the date the agreement
i3 executcd bsr the pzuftiesi if the agreement is in accordance with the provisidns of a,pplicabie faw,
rule, or regulation. |

2. Ithe Agency does not approve or disapprove the agreement within the thirty (30) day period,
the agreeméﬁt shall take effect and be binding on the Agency and the Labor Organization subject
to the provisions of applicable law, rule or regulation.

3. Inthe event that a particular article or section of an article is not approved by the

Agency, the remainder of the agreement will take effect as provided by law. The articles or
sections of an article not approve& by the }%gency shall later be incorporated as negotiations or
appropriaﬁe remedies dictate and subsequent approval by the Agency.

Y

Section 32-3. Agreement Duration; This agreement will remain in effect for three (3) years

from the date of approval by the Agency, or, under provision of PL. 95-454, section 7114, (c) (3)
whichever is applicable.

Section 32-4. Agreement Precedence: Upon approval, this collective bargaining agreement

takes precedent over any conflicting provisions in Agency regulations which predate as wéll as
those that postdate this agreement. This Agreement supersedes all past agreements and practices

between the LO and the Agency.
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Section 32-5. Agreement Amendments/Supplements:

1. This agreement may be subject to amendmenﬁs or supplements during tﬁe agreement lifetime.
2. A request for an amenament or supplement to this agreement by either party shall be in
writing setting forth the need or reason for the proposed change and a summary of the change.

3. Representatives of the Agency and the Labor Organization will meet within thirty (30) days.
to commence negotiations of the proposed amendment or supplement, unless a later date is
mutually agreed upon. No changes other than those specified in the summary provided for in
paragraph 5b of this article will be considered.

4, Approval of an amendment or supplement to the agreement will be accomplished in the same
manner as provided for approval of the basic agreement as speciﬁ.ed in section 2 of this article.

Section 32-6. Negotiati'ng A New Agreement:

1. Negotiations for a new agreement witl commence no easlier thah one hundred fifty (150)
calendar days or later than ninety (90} calendar days prior to the tenninatieﬁ of this agreement.
2. In the event either party fails to request negotiations for a new agreement within the
established fime frame, this agreement will automatically extend fof a period of one (1) year.

3. The provision provided for in section (b) shall continue in .eﬂ‘ect until suc'h time as the terms
-of section 6 (a) are executed. |

4. Thirty (30) days prior to the start of negotiations of a new agreement, representatives of the
Agency and representatives of the Association of Civilian Techmicians will meet to initiate a

memorandum of understanding establishing the ground rules for the conduct of negotiations.
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ARTICLE 33

Travel

Section 33-1. TDY shall be performed in the status preferred by Management subject to

budgetary constraints unless otherwise authorized or directed by highér authority, or dictated by

mission requirements or special projects in accordance with Volume 1T of Joint Travel
Regulations. |

Sectign 33-2. Travel will be scheduled in a fair and equitable manner to meet the needs of the

Agency. Technicians will receivé their travel orders in sufficient time where practical to ensure
that the necessary arrangements for obﬁaining transportation requests may be accomplished in a
duty status during working hours prior to departure. Technicians selected to accomplish the
mission on TDY will be selected so as to effectively accomplish the mission,

Section 33-3. Time spent traveling (but not other time in travel status) away from an Employee's

official duty station is “hours worked” when it cuts across the Employee's workday. The time is
not only “hours 's%_rorked“ or regular workdays daring normal work hours, but also during the
corresponding hours on non-workdays.

Section 33-4. Transportation of TDY personnel will be in accordance with DoD JTR's and in
comjunction with NGB and the Adjutant General policies, |
Section 33-5. A Employee selected for assignment-involving travel may request that he/she .bé
excused and such réquest may be favorably acted upon provided other qualified Technicians, as
determined by the Agen_cy,’ are available for the assignment.

Section 33-6. All TDY travel will be performed in accordance with the provisions of JTR. Per

diem and travel rates will be paid AW JTR,

Section 33-7. The government sponsored trave! card should be used by all full-time personnel to

pay for all cosis incidental to official business travel.
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a. All full time support perscnnél who are likely to perform TDY are eligible to apply for the
travel charge card. |
'b. Personnel designated as having financial difficulty, maybe be issued a limited charge card.
¢. ATM cash withdrawals are authorized for an amount necessary to cover the meals and
incidental expense portion of per diem.

d. Technicians should be advised that utilization of 'Govemmeﬁt eredit cards is routineiy
monitored and charges are scrutinized. Appropriate disciplinary action will be applied for willful
misuse.

e. Card abuse can result in reduction of ATM withdraval fimits, revocation of ATM

privileges, suspension of card f)rivileges, or cancellation of the travel charge card.

£ An automated list of per diem will be published semi-annually.

Section 33-8, Technicians in TDY travel status may use the government telephone system for
calls (ihcluding calls over commercial §y'stems), which will be paid fot by the government as
follows:

a. To notify family, doctor, etc., when an Employee is injured on the job.

b. A Employee traveling on govemmezﬁ business is deia,jred due to official business or
transportation delay, and calls to notify family of a séheduie change.

¢. A Employee traveling for more than one (1) night on government business can make calls
to their residence. Commercial calls will be limited to two (2) per week with a duration ﬁot t§

exceed three (3) minutes. When available, the Employee will use DSN liﬁes.
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ARTICLE 34
Safety and Health
Section 34-1. The Agency and Labor Organization agree 10 exert every reasonable effort to
ﬁrovide and maintain a work.enviromnent conducive to the safety and wel being of Technicians.
Rules, laws, and regulations- relating to safety shall be available to all Technicians and
departments and shall be adhered to.

Section 34-2. The Labor Organization shall have one representative on the Safety Council,

Section 34-3. The Labor Organization will cooperate in efforts to promote safety and health,
and will encourage Technicians to work safely and report any observed unsafe or unhealthy
condition to the appropriate responsible individual within whose authority correctwe action has
been delegated. |

Section 34-4. The Agency, subject to availability of funds, will provide sujtable protective

clothing and safety equipment for Techmclans such as extreme cold weather gear, Gﬂretex
jackets, pants, gloves, extreme cold weather underwear, and safety boots whenever such is
authorized by regulation. Techmcians Workmg in hazardous area shall be provided with proper
protective equipment and safety devices as determmed to be necessary by the appropriate .
reguiations. The Labor Organization agrees that Technicians will be required to utilize proper
eqﬁipment and safety devices as determined to be necessary by the appropriate regulations. The
Labor Organization agrees that Technicians will be required to utiiize proper protective ¢lothing,
devices, or safety equipment where such has been provided by the Agency. The parties agree that
certain tasks performed may involve varying degree of hazard. The types of Techmmans
normally assigned to perform hazardous tasks should be those who have received appropriate
briefings, instructions, training or schobling pertinent to the hazardous task to be performed.. The

Agency shall determine the appropriaté safety and health training for Technicians. The methods
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and means of performing hazardous tasks shall be those that incorporate all immediately
available safety precautions and devices.
Section 34-5. The Labor Organization agrees that Technicians are required to immediately
report all injuriés whidh 0CCur, no mat’tér how stight, to the immediate supervisor. The Agency
agrees to process and promptly forward documentation required of the Agency when an
Employee sustains an on-the-job injury and elects to file a claim. The Agency agrees to consult
with the injured Employee and inform the Employee of their rights.
* Section 34-6. The Agency agrees 0 provide transpértati()n for Technicians to obtain traumatic
medical cére, or to his/her home for Technicians who become ifl or injured on the job and are
incapacitated.
Section 34-7. The Agency shall provide basic first-aid training to a limited number of
Techmcxans who may be used on a voluntary basis to augmem and assist medical Technicians
during periods of temporary absence and emergencies.
 Section 34-8. The Agency shall provide a first aid kit in all activities.
Section 34-9. (a) Tt is agreed that when the work site temperature reaches ninety-five (95)
degrees Fahrenheit/thirty-six point five (36.5) degrees Celsing, with average or above humidity
rates, the Agency will allow persons affected rest periods necessary to prevent heat exhaustion.
This will be permitted as ofien as necessary to protect the health and well being of the
Employee(s). In the event of severe cold weather, uncommon to the locale, like provisions will
apply for severe cold weather.

(b) The Agency agrees to provide adequate light and ventilation in work areas. Thé
Parties agree that decisions regarding the adequacy of light, ventiiation and space in any
questionable work area will be made after taking into consideration the findings of the Safety

Officer and availability of funds.
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{c) Agency agrees to furnish extra set of coveralls to Technicians involved with

hazardous material; contract laundry services furnished.

Section 34-10. BU Technicians will not be required to work more than fifty consecutive minutes

at a computer terminal.

Section 34-11, A representative from the Bargaining Unit will be permitted to accompany a

Safety and Occupational Health Team during the inspection and meetings of their unit/facility.
A copy of the inspection team's findings and recommendations will be forwarded to the Labor
Organization upon request.

Section 34-12. Smoking will be permitted only in designated areas. The Agency and LO agree
~ that the existing smoking policy is required to ensure that Technicians are not exposed to
harmful effects of another individuals smoﬁng habit, The Agency will ensure that the smoking
policy has been implemented throughout the Technicians workforce. Changes in the existing
smoking policy is subject to Arficle 31 (Impact and Implementation). The smoking policy will
be p?osted on all official bulletin boards, The parties shall jointly identify existing outdoor areas
where Technicia,n_s may smoke, and is reasonably accessible to Technicians work sites. The
Agency agrees to pursue a means of providi'ng an area protected from the elements subject to

availability of appropriate funds.
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